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Abstract 

 

IT and ITES industry has revolutionized the world and facilitated the transformation with 

undreamt rapidity in the global scenario. India acts as a global leader for spectacular growth 

in the field of information technology, which has attained USD 126 billion as revenue for 

both domestic and exports in the financial year 2017-18 and estimated to reach annual 

revenue of US $350 billion by the financial year 2025. The industry is growing at a fast speed 

with its increasing opportunities, services, and amplified GDP. In the contemplation with 

meeting the demands of the exceptional growth, industries are achieving excellence 

preference on survival and sustainability with the major lifeline of technology, people and 

process. Work-life balance measures need to be enforced to persuade and motivate the 

software professionals to evade organizational pressure and challenges. 

Numerous researches have focussed on employee retention, which is inclined through various 

organizational initiatives and benefits of software organizations. However, the earlier research 

highlighting on WLB measures to motivate and retain the potential workforce are scant in 

India. Consequently, the study explored the impact of work dimensions and family dimensions 

of work-life balance towards enhancing perceptions on employee retention in Indian IT-ITES 

industry. Moreover, the research emphasizes on gauging the perceptions of employees of 

Indian IT-ITES industries on work-life balance, employee commitment, psychological 

empowerment, organizational citizenship behaviour and retention of professionals to formulate 

a coherent and logical connection among these study variables. 

An opinion survey was fabricated among the professionals of Indian IT-ITES industry located 

in east, west, north and south geographic region of India. The survey has been conducted in 

various IT and ITES Industries like Infosys Ltd., Tata Consultancy Services Ltd., Tata 

Technology Ltd., Mind Tree Technology Ltd., and Wipro Ltd. located in major cities of India 

such as Pune, Bangalore, Bhubaneswar, Hyderabad and Jamshedpur to collect pertinent 

information to carry out the proposed research. The present study focuses on these five 

industries as all are specified in the context of both IT and ITES. A structured questionnaire 

encompasses of one hundred twenty one items were administered among eight hundred forty 



 

 

seven participants by adopting simple and stratified random sampling. In the process of opinion 

survey, six hundred sixty five positive and valuable responses were used owing at seventy eight 

percentages of response rate.  The response of the participants was analyzed through SPSS 20 

and AMOS 20.  The preliminary analysis of data was conducted by using the descriptive 

statistics, correlation and regression analysis. Subsequently, the hypothesized research model 

was validated by using statistical tools such as exploratory factor analysis and structural 

equation modelling. 

The outcome of the study exhibits that work and family dimensions have an imperative 

connection with work-life balance. Likewise, the study has found that work-life balance has a 

positive and significant association with employee commitment, psychological empowerment, 

and retention of professional. Further, employee retention has significant connections with 

employee commitment and psychological empowerment. Along with these employee 

commitment and psychological empowerment acts as a partial mediator the relationship 

between work-life balance and retention of professionals. Additionally, organizational 

citizenship behaviour is moderating the positive relationship between work- life balance and 

psychological empowerment, work- life balance and employee commitment where the 

relationship has found better when OCB is stronger. 

Therefore, the study provides a comprehensive approach which may act as a blueprint for IT-

ITES industries to improve and enhance perceived WLB as well as employee retention. 

Moreover, the research might offer substantial evidence to the HR and software managers for 

better perceived WLB measures and retain competent workforce through suitable mechanism 

and policies in the workplace along with the enrichment of professional competencies and 

motivation towards organizational performance.  

 

 

Keywords: Employee Commitment, Organizational Citizenship Behaviour, Psychological 

Empowerment, Retention of Professionals, and Work-life Balance. 
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Chapter-1 

Introduction 

 

The present research has explored the interconnection and the association between work-life 

balance and employee retention among software professionals of Indian IT-ITES Industry. 

India is recognized as a global leader in digital technology, which brings the incredible 

transformation with undreamt rapidity in worldwide. The advent and metamorphic change in 

the field of information technology not only intensify GDP and employment opportunities for 

immense talent pool, but also encourages socio-cultural transformation and present lives of the 

executives. Though it creates employment opportunities and change the lifestyle with an 

attractive salary, but the IT industry is distinguished with long working hours, challenging 

work pressure, imperative deadline and demanding clients that contributes severe health 

problems, family detachment, depression and stressful life which has ended with difficulties to 

cope with both work and family lives. Earlier research and literature has proved that work-life 

balance has a vital contribution to evade these challenges by motivating and satisfying key 

stakeholders (Tripathi, 2019;Bharati and Bhattacharya, 2015; Dora and Abigali, 2004; and 

Smith et al., 2002). In other developed countries, extant research conducted in the area of 

work-life balance in the IT and ITES Industry. However, the earlier research has not 

concentrated on the employee retention, which is a major aspect of human resource 

management can be measured through work-life balance with significant contribution of 

employee commitment, psychological empowerment and organizational citizenship behaviour. 

Work-life balance is a major concern since the 1960s where the software industry plays a 

major role in managing and balancing work and family lives. It provides a plethora of reasons 

to motivate a researcher for conducting the study where, work-life balance will be significant 

predictors for employee retentions among software professionals. The chapter starts with the 

background of the study followed by significance, a statement of the problem, objectives, 

research questions, originality and novelty of the study. Lastly, it represents a summary of the 

thesis structure. 
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1.1 Research Background 
 

The present global economy has boosted as intense competition, dynamic and unremitting 

changes in the software industry. The upswing globalization boosts the IT Industries, which 

facilitated unexpected growth in this field, which has attained USD 126 billion revenue for 

both domestic and exports in the financial year 2017-18. Currently, India based IT-ITES 

industry has recognized as the growth engine of Indian economy with significant GDP 

increment, employment opportunities, and urban exports for achieving a distinctive vision of 

young and resilient India. The professionals of the software industries are expecting to deliver 

efficient, unprejudiced and satisfactory performance to endure business transaction and 

complete the project within a stipulated time. Despite the spectacular growth in IT industry, 

current scenario has distressed with severe health problems like tension, sleeplessness, 

headaches, repetitive strain injury, eye strain and backache, family detachment, depression, 

and stressful life and high attrition (Bhatnagar and Sankar, 2010) which reflects low morale, 

less involvement and commitment among professionals. Furthermore, specific strategic project 

works requisite to complete without critical bugs within a stipulated time, which directs 

extending working hours, instable and persistent pressure, impulsive workloads, few scope for 

updating skills, environmental uncertainties, characterize the software industry. The entry of 

women professionals in IT workforce is also increased as before 10 years and they are entering 

in the crucial phase among the age of 23 to 38 where they are drawn into marriage and 

motherhood, which is putting into pressure to balance their work life (Valk and Srinivasan, 

2011). Another critical aspect is the difference in time in U.S, West and Europe, which compel 

Indian professionals to work at night. Moreover, the concept of 24 hours -7-365 days requires 

software professionals to adopt temporal flexibility and virtual work sessions drive towards an 

unbalancing life (Teagarden et al., 2008). Necessary innovative strategies need to be adopted 

by the software firms to face scrupulous competition and worldwide diversity as the 

professional challenges to succeed. Hence, software organizations need to expend generous 

effort towards employee motivation, and satisfaction to retain skilled, assiduous, and 

committed professionals (Anthony, 2014, and Marks and Scholarios, 2004). However, 

inappropriate human resource management policies in software organization have directed 

towards low job satisfaction and high turnover among software professionals (Brunetto et al., 

2010). Retention of Professional is an organized effort to generate and adopt surroundings, 

which inspires to the present executives to endure his or her employment with diversified 
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strategies and policies for a long period (James and Mathew, 2012). A healthy retention 

strategy can be an intervening tool for recruitment, selection and retain the competence and 

potential candidate, which ensures job satisfaction, high productivity, committed professionals 

and efficient succession planning in the organization (Valk and Srinivasan, 2011). A strategic 

retention approach entails causing and nature of employee turnover and attrition of 

professionals, which regulates human capital markets retention with having a high influence on 

organizational success (Allen et al., 2010). Thus, it is indispensable for IT-ITES industries to 

explore professional’s opinion and decision towards employee retention and  find the 

significant indicators to continue in the same organization for a maximum period of time 

where, WLB may one of them as a strong one (Deery and Jago, 2015, and Hayward et al., 

2016). Therefore, exploring perception of the executives on work life that is an utmost to retain 

them in the multifaceted environment of the software industry (AbuAlRub et al., 2007). 

 

In this contemporary situation, work-life balance (WLB) is being recognized as imperative 

criterion to measure employee satisfaction as well as organizational success and sustainability. 

The concept of WLB symbolizes a substantial domain, which precincts between work and 

family life of software executives. The professionals may get satisfaction from work place only 

when proper balance between professional and personal life matched perfectly. WLB is based 

on an assumption for separating work and private life and achieving balance with the equal 

division between the two domains like personal life and professional life (Khallash and Kruse, 

2012, and Greehaus and Allen, 2006). The professionals may get satisfaction from their 

workplace only when integral expectations on the job contents and the workplace are suitably 

fulfilled. Hence, organizations need to emphasize to encourage positive behaviour and attitude 

through self-esteem, self-confidence and positive identity in the workplace from their work 

assignment. Therefore, their work role must incorporate with their wholehearted participation, 

empowerment, self-worth and self-leadership (Dewettinck and Amejde, 2011). WLB grasps as 

a multidimensional paradigm and covers the social, physical, environmental and psychological 

magnitudes of an employee and his / her capability to meet family and work commitments, 

with other non-assigned responsibilities and activities (Delecta, 2011). Moreover, 

organizations have given emphasis on the aspect of the work of the employees that inspire 

positive behaviour and attitudes through role identity, self-esteem and self-growth in the 

workplace. Henceforth, organizations should focus on both the context of work  and family life 

of professionals to inspire positive behaviour and attitude which will decrease absenteeism 
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(Gupta and Hyde, 2016) and enhanced job satisfaction (Lee et al., 2015) by reducing attrition 

(Mosadeghrad, 2013) by fostering committed professionals (Farjad and Varnous, 2013). 

 

Consequently, it is vital to illustrate the work experiences of software professionals to foster an 

appropriate strategy for developing perceptions of WLB, retain the professionals for longer 

periods, decrease expenses related to turnover, and reduce the attrition among IT -ITES 

professionals. Furthermore, Deadrick and Stone (2014) defined that the organizations must 

emphasize on developing and implementing an innovative HRM strategy and policies to 

contemplate profession as strategic partners. Hence, successful HRM policy and strategies 

might satisfy professional prerequisites to enrich the organizational performance and 

competitiveness (Hirschi et al., 2019). Moreover, organizations must discover a mechanism at 

which HRM practices stimulates behavioural intention of the executives (Salolomo and 

Agbaeze, 2019). 

 

1.2 Research Problem Statements 

The requirement of organization for the executives and executives for organizations is very 

challenging aspects to satisfy the competitive business world. Software Industry is recognized 

as an industry for job creation by increasing US $1 trillion employment worldwide and 50% 

annual growth in every year. As knowledge based Industries, it needs high intellectual capital 

and competent professional to meet the organizational targets. The major challenges of IT 

Industry are a scarcity of the workforce in both skills and quantities with the global explosion 

in market-opportunities (Patil and Rothbard, 2011). The target participants for the research are 

developer, senior developer; programme analyst, associates, senior associates, project lead and 

manager are vital aspects of IT and ITES Industries. These professionals are expected to 

deliver services, customer care, and compilation and meeting targets of projects within a 

stipulated time. Notwithstanding as the major group of service providers, there is a high 

deficiency of skilled professionals (Agrawal and Thite, 2003). NASSCOM (2017) identified 

there are several reasons and challenges like hiring and retaining world class workforce, unable 

to define suitable career path, high turnover, technological obsolescence and upgradation of IT 

and ITES Industries. The professionals may face cultural barrier, social obstacles and 

environment issues to confront these challenges. As this industry is recognized as a service 

provider for the whole world, they faced lots of   work pressure, uncertainties and unrelenting 

change because of creating work-life discrepancy (Moore, 2007). Employee retention pivots 
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excessively the vicious competitive business world among IT Industries. It has become a 

paramount importance to attract and retain the talent of competent professional those are 

lifeline for successive running and profit making of IT organization. Although earlier research 

conducted several approaches and strategies for retention to confront employee attrition and 

employee turnover (Eisenberger et al., 2002; Sheridan, 1992; Silva et al., 2019; and Triapthi, 

2019), but still attrition is a severe issue among the IT-ITES industries, which, is not identified 

properly by the top management. The rate of attrition of Indian software industries are ranging 

from 11 to 20.4 % (Economic Times, 2017), which reflects TCS is 12.1%, WIPRO is having 

17 %, HCL Technologies Ltd. 17.3 % and INFOSY is 18.7 % attrition respectively 

(NASSCOM, 2017-18 and Economic Times, 2017). As Industries are wooing the top talents 

with mind boggling compensation, still they are facing problems with high attrition and 

retaining the professionals due to challenges in career mobility, high stress, acute pressure, 

physical work environment, work-life imbalance, strict policy against job flexibility, absence 

of employee job-fit, ambiguity in role clarity, unscientific goal setting, health problems, inapt 

feedback mechanism (Kanwar et al.,2009) that has been attributed a major challenges for 

software professionals. Today’s competitive organizations have faced three major challenges 

such as global competition, family values/personal lives, and aging workforce by which 

exacerbate WLB and attritions (Lockhood, 2003). An unexpected attrition rate indicates poor 

HR strategies and practices and personnel policies among IT Industries (Kumar and 

Chakraborty, 2013). 

 

The software professionals are inundated with stressful work, withdrawal behaviour, job 

burnout (Kanwar et al.,2009; Singh, 2013), heavy workload, night shifts, occupational hazards, 

emotional exhaustion, negligible career growth, inadequate holiday (Susi et al.,2010), 

depersonalization (Bakker et al., 2002; Leiter and Schaufeli, 1996) and unattractive 

remuneration (Kanwar  et al., 2009 and Singh et al., 2014). As a result, the strategy, processes, 

and structures in IT and ITES sectors are lacking on suitable work dimensions and family 

dimensions, that may impede the level of WLB among the executives. The mounting 

frustration among professionals caused from physical work environment and internal job 

aspects directs towards low commitment and indicates them to leave the organization 

(Cegarra-Leiva et al., 2012 and Tripathi, 2019). Therefore, poor working conditions, high 

stress, repulsive compensation, heavy workload, job dissatisfaction and low commitment and 

involvements are various causes of employee attrition in software industries (Bhattacharya and 

Ramachandran, 2015, and Kanwar  et al., 2009). 
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Numerous studies emphasized on resulting cause and strategies for employee retention in 

software industries. Earlier research has proved that employee attrition and retention are 

generally inclined through the extent of employee satisfaction towards work and family life 

(Deery, 2008; Richman et al., 2008; Aslam et al., 2011). However, some influential research in 

different area and industries, comprising software industry has predicted with the eminence of 

WLB to address the level of retention among the professionals (Deery and Jago, 2015; De 

Cieri, et al., 2005; Tripathi, 2019). Hence, the software organization imposed to discover and 

evaluate the determinants specific work and family dimensions influence WLB, as a requisite 

and anticipation of executives from the workplace have an enormous influence on the retention 

of professionals. 

 

1.3 Research Questions 

 
The following questions are listed below through which the study has endeavoured for finding 

solutions. 

❖ How work dimensions can influence work-life balance of Indian software industries? 

❖ Does a family dimension augment the degree of work-life balance of executives in 

Indian software industries? 

❖ Do proper work-life balance measures can improve retention of professionals? 

❖ Does work-life balance and employee commitment are the significant predictors of 

retention of professionals? 

❖ Does employee commitment play the mediating role in between the relationship of 

work-life balance and retention of the professionals? 

❖ Does psychological empowerment (PE) play the mediating role in between the 

relationship of work-life balance and the retention of the professionals? 

❖ Does organizational citizenship behaviour have a moderating effect on the relationships 

between WLB and EC and WLB and PE? 

 

1.4 Justification of the Study 

Digital technology has revolutionized in the world and facilitated the transformation with 

undreamt rapidity in the global scenario. India act as a global leader for the tremendous growth 

in the field of information technology has attained USD 126 billion as revenue for both 

domestic and exports in the financial year 2017-18 and estimated to reach annual revenue of 
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US $350 billion by financial year 2025.The industry is growing at a fast speed with its 

increasing opportunities, services and amplified GDP. In the contemplation with meeting the 

demands of the exceptional growth, industries are achieving excellence preference on survival 

and sustain with the major lifeline of technology, people and process. Furthermore, at the time 

of delivery of service and projects, the potential and competent lower level executives are 

being respected and appreciated to fuel the software sectors of the country. Henceforth, there 

are no significant endeavours to develop the perceived WLB of the professionals, which 

directing to low morale and level of commitment. Hence, innovative and creative people 

management interference is required for India to comprehend the vision of software Industry. 

 

The intensified globalization increases IT sectors into an aeon of flux that demands the 

productivity and efficiency level of managers, which is unequivocally agreed by them. The 

unconventional strategies adopted by Indian firms for facing intensive competition and global 

diversification where executives are grappling with the challenges to succeed. The software 

industry comprises with information technology, information technology enabled services, 

business process outsourcing and knowledge process outsourcing, significantly contributed to 

economic development, providing specific attention incorporating with executives and the 

increasing human capital. The success of the IT and ITES sector has amplified substantial 

value of professionals such as developer, programmers, analyst, associates, managers, project 

lead, and project manager. The half of the population of IT Industry comprises associates, 

analyst and developers whose responsibilities, matters higher at the time of service delivery 

and complication of the project. Along with opportunities, they are facing a comprehensive 

tumult on throbbing vulnerabilities which are not restricted to occupational stress, succumbs to 

work pressure and amicable workplace hazards; incongruities on health nuances (illness, 

stress, and depression) are quite inherently juxtaposed. Concomitantly, the aftermath behind 

these vagaries had led to IT professionals’ exhibit low morale, commitment and involvement 

in performing assigned tasks., Intuitively, this profession has vandalized various sections of the 

society to delve riches both in terms of pay, performance, rewards, and promotions as 

recognized by women and young professionals to overcome regional indifferences. Considered 

collectively, the intended role of professionals requires a holistic overview in terms of both 

personal (household life) and professional lifestyles.  

 

The study has been conducted from different regions like east, west, south and north part of 

India comprise of software personnel (lower level and middle level) from various 
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private/corporate industries like Infosys Ltd, Tata Consultancy Services Ltd., HCL Technology 

Ltd., INFOSYS Ltd., and Tata Technology Ltd., and WIPRO Ltd., located in the major cities 

of India such as: Pune, Hyderabad, Jamshedpur, Bangalore and Bhubaneswar. These regional 

areas are IT hub in India, with the main witness of high attrition, low turnover, changing 

organization culture, cross cultural problems, pressurized job with versatile and complicated 

clients, poor work-life is burning aspect which may confront with measure of work-life 

balance; that may augment  the degree of employee retention. This study will provide a 

milestone for the academicians, researchers, managers and policy makers comprehend in the 

area work-life balance and their relationship with retention of professionals. 

 

1.5 Scope of the Study 

This study highlights on the impact of the work and family dimension aspects of work-life 

balance comprising of the lower and middle level executives for providing the better 

mechanism of work-life balance. The survey of the research has conducted in various IT and 

ITES Industries like Infosys Ltd, Tata Consultancy Services Ltd, Oracle Financial Services 

Software, HCL Technologies Ltd., Tata Technology Ltd., Mind Tree Technology ltd., 

Cognizant Ltd. and Wipro Ltd. located in major cities of India such as Pune, Bangalore, 

Bhubaneswar, Hyderabad and Jamshedpur to collect pertinent information to carry out the 

proposed research. The study has focused on these five specific software organizations as these 

all are emphasizing on the specific activities relating to IT (information technology) and ITES 

(information technology enabled services) domain. All these five specific units are focussing 

IT functions such as: data analytics, digital commerce, digital marketing, digital pumpkin, B2B 

customer services, IT services, software productions, hardware installation, and engineering 

and research and development in common. In general, these specific units are focused on ITES 

activities such as: telecom networking, remote maintenance, call centers, business process 

outsourcing, back office operation, infrastructure optimization, internet based buying and 

selling, and customer services.The survey concentrated on finding a clear and concrete picture 

on the impact of work-life balance on retention of employees both the IT and ITES sector. 

Henceforth, only unambiguous categorization of software professionals, namely developers, 

associate, senior associate, project lead, manager, project manager and software engineer have 

selected to reveal a comprehensive and a concrete picture of the present software Industry. 
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1.6 Significance of the Study 

The study on work-life balance  has  recognized as major concern in globally like: US and 

Europe (Tomlinson, 2007; Hobson et al., 2001;Shanafelt et al., 2012; Crompton and Lyonette, 

2006; Tausig and Fenwick, 2001) emphasizing in the area of service sector, unorganized 

sector, construction, academics, tourism and in also hospital industry, followed by western 

countries (Turanlıgil and Farooq, 2019; Pocock, 2005 ;De Cieri et al., 2005 ; Bell et al., 2012; 

Losoncz and  Bortolotto, 2009; Deery and Jago,2009; and Fischlmayr and Kollinger, 2010) 

among versatile areas. However, these studies are significantly ignored in software industries 

like: Business Process Outsourcing (BPO), Knowledge Process Outsourcing (KPO), IT 

(Information Technology), and ITES (Information Technology Enabled Services). In the 

eastern and western countries are concentrated on that there are several researches carried out 

in the field of work-life balance among women professionals and working mothers. 

Nevertheless, the studies are highlighted on WLB of software professionals by excluding BPO 

and KPO Professionals. 

Similarly, in India, the study on WLB has primarily conducted among professional working in 

service sectors (Gunavathy, 2011),academics (Ahemad and Chaudhary,2013),Tourism(Shukla 

and Bagali,2016) and in manufacturing (Baral and Bhargava, 2010) .The research has also 

been carried on by the software professional by targeting eastern, western, northern, and 

southern part of India individually, but this study has conducted with taking consideration of 

each and every region of India. The explorations of WLB in software Industry are limited to IT 

(Pandu et al,2013), ITEs (Kanwar and Kodwani, 2009), and BPO (Agarwal,2014) units. Even 

though, the researcher has investigated individually WLB and retention of professionals, the 

author has found very limited research which is interconnected WLB with retention of 

professional in both IT and ITES in together. Consequently, the study attempts to cover 

unexplored areas with the present body of knowledge by illustrating the association among 

WLB and retention of professionals of software professionals among Indian IT and ITES 

Industries. 

 

1.7 Originality and Novelty of the Study 

The originality and motivation behind the present research are underlying with following. 
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❖ The earlier research demonstrates on that there is very limited research on the impact of 

work and family dimensions of the work-life balance. The research reflecting Indian or 

International (Rathod, 2012; and Baral and Bhargava, 2010) covering this particular 

area has concentrated on the association among a single dimension of WLB practices 

rather than the collective influence of together  towards work-life balance with result of 

retention of professional, that is established as an exciting part of research. The study 

has identified two family dimensions like family and social support, personal and 

family demands as an inimitable and unique character in the study that may influence 

WLB. 

❖ The combined effect of flexible work pattern, work environment, health and wellness 

benefits, financial and non-financial benefits, career progression, and teamwork-

communication of work dimensions influencing WLB is rare in the existing literature.  

❖ The combined effect of partners support, childcare, elder care, family and social 

support, personal and family demands of family dimensions prompting WLB is rare in 

the prevailing literature. 

❖ Earlier research provided (Colbert et al., 2016; Jiang and Liu, 2015; Rahman et al., 

2013) that WLB  is conceived and found empirically as a significant connection with 

individual constructs and other interrelated parts of WLB practices and retention of 

professionals. Work dimensions (Riordan et al., 2005), family dimensions (Chen, 

2008), psychological empowerment (Colbert et al., 2016), employee commitment 

(Tayfun and Catir, 2014),organizational citizenship behaviour (Hakim and Fernandes, 

2017) and employee retention (Rahman et al., 2013) are some of the elements which 

may enhance the degree of WLB by overcoming the issues relating to employee 

retention. However, literature based review discussed employee commitment and 

psychological empowerment play a vital role in developing  cut-throat  competition and 

enhance the degree of work-life balance and employee retention, that is an inimitable 

concern for the study. 

❖ The study has found a novel endeavour to investigate the underlying process or 

mechanism  through which perceived WLB have inclined connection with the retention 

of the professionals in the course of the mediating role of employee commitment and 

psychological empowerment. In this connection, the mediating role of both may 

facilitate and assist an inclusive understanding of relationship among the above study 

variables which extend the organizational success and effectiveness. 
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❖ The contemporary research uniquely explored the moderating role of organizational 

citizenship behaviour among the associated with work-life balance and employee 

commitment, work-life balance and psychological empowerment. The moderating 

result of OCB illuminates strength and dynamic relationship between the above study 

variables, where the relationship may stronger by influencing organization success and 

growth. 

1.8 Objectives of the Study 

The anticipated research is to explore the influence of WLB on retention of professionals. The 

followings are the specific objectives identified in the research. 

❖ To investigate the impact of specific work dimensions on perceived work-life balance of 

software professionals in India. 

❖ To assess the importance of the family dimension as a predictor of better work-life 

balance of Indian software professionals. 

❖ To confirm the influence of perceived work-life balance on retention of professionals 

working in software firms in India. 

❖ To explore the mediating role of employee commitment towards the relationship 

between work-life balance and retention of professionals. 

❖ To examine the mediating role of psychological empowerment towards the relationship 

between work-life balance and retention of professionals. 

❖ To analyze the moderating effect of organizational citizenship behaviour towards the 

relationship work-life balance and employee commitment, and work-life balance and 

psychological empowerment. 

❖  To recommend a structured model demonstrating the association in between work-life 

balance, employee commitment, psychological empowerment, and retention of 

professionals based on the empirical findings. 

 

1.9 Theoretical contributions of the Study 

This thesis work envisages on seven study variables such as work dimension, family 

dimensions, WLB, employee commitment, retention of professionals, psychological 

empowerment and organizational citizenship behaviour. The fundamental element interlinked 

with work, which is having a continuous interface with executives that could be sensibly 

accustomed to obtaining attitudinal outcomes is called work dimensions. The work dimension 
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consists of various constructs such as: flexible work pattern, work environment, Health and 

wellness benefits, career progression, teamwork and communication, financial and non-

financial benefits. The family comprises a secure environment, by sharing problems and 

common goals with having respect for each other’s role and responsibilities. Family 

dimensions are the interventions, which increase personal outcome and family engagement to 

handle and minimize to confront the abuser and family support. The family dimension includes 

partner support, childcare responsibilities, elder care responsibilities, family and social support, 

personal and family demands. WLB is the degree to which express as a meaningful and 

significant achievement of each of the four quadrants of life, namely friends, self, family, and 

work (Poulose and Sudarsan, 2017). There is a positive and significant relationship established 

among the study variables of work dimensions and WLB (Poulose and Sudarsan, 2017), and 

also family dimensions with work-life balance (Abendroth and Den, 2011). However, the role 

of some family dimensions like partners supports, social relationship, child care 

responsibilities and elder care on perceived WLB have been investigated scantily in earlier 

studies. This research exhibits a unique and distinctive association with the context of precise 

family dimension on work-life balance in software industries. The Author has identified two 

family dimensions like family and social support, personal and family demands as an 

inimitable and unique character in the study. Employee commitment defines psychological 

identification and attachment, as a result of increasing loyalty in organization (Mowday et al., 

2013). Psychological Empowerment occurs when professionals perceive by exercising a sense 

of control of their work lives (Spreitzer, 1995). Employee retention is a policy, strategy and the 

ability of the organization to retain the best and committed employees and motivates them to 

continue in maximum periods in the organization (Cappelli and Neumark, 2001) 

.Organizational citizenship behaviour denotes behaviour of the individual which is 

discretionary, explicitly or directly acknowledged through the formal reward system, 

collectively stimulates effective functioning of the organization (Smith et al., 1983). Earlier 

research has also evidenced the individual association among WLB and employee commitment 

(Eren and Hisar, 2016), WLB and retention of Professionals (Deery and Jago, 2015), and 

employee commitment and employee retention, (Dockel et al., 2006), WLB and psychological 

empowerment (Coburn and Hall, 2014), psychological empowerment and retention of 

Professionals (Sergio and Rylova, 2018)and WLB and organizational citizenship behaviour 

(Pradhan et al., 2016). Conversely, it is evidence that there is a significant gap in literature 

regarding the mechanism that stimulates the interconnection among the variables. Henceforth, 

very few studies has analyzed with taking all the above relationships collectively. 
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Earlier studies of prominent researchers have established several conceptual models on 

employee retention namely: unfolding model, turnover process model (Steel and Lounsbury, 

2009), and the model on job embeddedness (JEM) (Mitchell and Lee, 2001). The concept of 

unfolding model highlights on decision frames, and vital aspects of the system. This theory 

exhibited that a person may remain in the same organization with both positive and negative 

experiences on shock system and prompting cognitive process. One distinctive decision path 

may have chosen with systematic deliberations, which will conclude a decision to leave from 

the organization. The JEM projected that an individual may avoid leaving a job, if job 

embedded for work and non-work connected with. The three major rules on job embeddedness 

are links (personal attachments on the job); fit (degree through which one fits well with the 

job); and sacrifice (extent to sacrifice everything, when leave a job). The last model was the 

turnover process model, where the analysis illustrated by taking three concepts such as labor-

market methods, intention to stay, and employee morale. These theoretical connotations have 

focused on the cognitive domain of professionals reflecting on employee turnover. 

Furthermore, the present research has directed specific factors on employee - employer, such 

as work dimensions and family dimensions, which have a positive influence on work-life 

balance and employee retentions. Moreover, the result proved that there is no direct 

relationship with work dimensions and family dimensions on employee retention, but the 

relationship connected indirectly through perceived WLB among IT professionals. 

 

This research work confirmed a widespread outline, where work dimensions and family 

dimensions serve as predictors of WLB, and retention of professional as a final outcome. 

Additionally, in the hypothesized model employee commitment play as a mediator among the 

association of WLB and employee retention. Likewise, psychological empowerment also act 

as a mediator among the relationship of WLB and employee retention Moreover, existing 

research in a diversified setting has evidenced the role of WLB as mediators among 

transformational leader and job satisfaction, subjective well-being (Munir et al., 2012), 

organizational intervention and work-family enrichment (Baral and Bharagav, 2010), and trait-

mind fullness and sleep quality (Allen and Kiburz, 2012). This study is an expansion of the 

existing research that depicts employee commitment acts as a mediator between WLB and 

retention of professionals, and psychological empowerment as a mediator between WLB and 

retention of professionals and it has evidenced direct relationship among study variables. 

Further, the study has evidenced as OCB has played a moderating role between WLB and 
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employee commitment, WLB, and psychological empowerment. The study is a unique effort 

as compared with extant literature. Hence, research is emphasized that the work dimension and 

family dimension have a positive connection with perceived WLB of software professional and 

happening same with employee commitment, psychological empowerment and employee 

retention. Moreover, a committed professional may hesitate to leave the organization and a 

psychologically empowered professional may perceive better WLB and stick to the same 

organization for a longer period of time. The relationship will be stronger with WLB, 

employee commitment, and psychological empowerment, and retention of professionals, if 

OCB act as moderation among them. Furthermore, in the context software industry, the 

hypothesized research model has not been explored earlier. Hence, the contribution of the 

study towards existing theory followed by empirical validation of WLB and its impact on 

retention of professional in the software industry will lead and direct a new organizational 

culture of the IT professional. 

1.10 Structure of Thesis 

 

Chapter 1:  Introduction 

This chapter will be the introductory one, which depicts relevance, background, 

and a statement of the problem, justification, thesis structure, theoretical 

contribution, scope and objectives of the study followed by the originality and 

novelty of the study. 

Chapter 2:  Literature Review and Hypotheses Development 

This chapter will reflect in detail about the theoretical background and historical 

development of work-life balance, employee commitment, psychological 

empowerment and retention of software professionals and derived research 

hypotheses based on the literature review. 

Chapter 3:  Overview of Software Industry (IT-ITES) 

This chapter will provide an insight of software industries describing 

introduction, size, growth, history, characterization, segmentation, SWOT 

analysis and government interference across software organizations has been 

given.  

 

 

 

Chapter 4: Work-Life Balance Measures of Global and Indian IT-ITES Organizations 

This chapter will provide an overview of IT Industry in both Global and India, 

including its potential growth and challenges. It will discuss both general and 

specific IT industries are involved in the study. It will provide an insighton 

existing WLB practices of different organizations across the globe and a brief 
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comparison with Global and Indian organizations will be given. The available 

information from the secondary source of the organizations will be analyzed. 

 

Chapter 5:  Research Methodology 

This chapter provides clarity on the universe, sampling, sources of data, tools of 

data collection, and uses of various statistical tools for validation of models and 

to draw the conclusion of the study. 

Chapter 6:  Analysis, Findings, and Discussion  

This chapter will give a picture on WLB of IT Professionals and its impact on 

employee commitment, psychological empowerment and retention based on an 

opinion survey of the respondents.  

Chapter 7:  Conclusion 

This chapter is the concluding one reflecting the summary, conclusion, 

suggestions, recommendations, practical implications, limitations, and scope for 

further research, and personal significance on research.  
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Chapter 2  

Literature Review and Hypotheses Development 

 

This chapter covers a contextual framework of work-life balance with national as well as a 

world-wide review of pertinent works among the study variables, describing work dimensions 

and family dimensions. The study predominantly relating to five areas like: work-life balance 

(WLB), employee commitment (EC), psychological empowerment (PE), organizational 

citizenship behaviour (OCB), and retention of professionals (RP). The literature review is 

assisted as an influence of establishing a research model exhibiting the relationship between 

work-life balance and retention of professionals. All reviews involving the studies are 

predominantly drawn from unpublished dissertations and peer-reviewed journal articles where  

the sources of the research articles connecting with most scholarly databases like Sage, Wiley, 

Emerald, Inderscience, Academy of Management, Taylor and Francis, Elsevier, Springer, 

SSRN, JSTOR, etc. It instigates through the definition and descriptions of WLB and its 

significance in the present scenario. The research succinctly describes the theoretical 

development of WLB and inclusive literature review on WLB in IT and ITES sector by 

highlighting work and family dimensions. Lastly, the chapter emphasized on the development 

of a hypothesized research model based on literature survey by highlighting the gaps in the 

extant literature.   

 

2.1 Work-life Balance 

The concept of work-life balance is a contemporary interest to explore the meaning of balance 

between professional and personal life by exploring theoretical and empirical approaches 

towards the study variables (Guest, 2002). WLB is the phenomenon of striking an ideal 

balance between the professional life of an individual and their personal life with all of their 

respective associations (Clark, 2000). WLB denotes as an effective management of multiple 

responsibilities at home, work, and in the other aspects of life. It is an issue that is imperative 

both to the organizations and to employees. In the current economic scenario, organizations are 
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hard pressed for higher productivity and need employees with better work-life balance will 

contribute more meaningfully towards the organizational growth and success (Naithani, 2010).  

 

2.1.1  Work-life Balance: Theoretical Development 

The concept of work-life balance was originally coined with the terms of work family conflicts 

(Khan et al., 1964), where he defined it as a role conflict as the concurrent manifestation of set 

of pressures in such a way that acquiescence of one will make more problems of acquiescence 

with the other. Greenhaus and Beutell (1985) defined work-life conflict on the basis of the 

work and defined as, “A set of inter role conflicts at where pressures of work role as well as 

family role are reciprocally incompatible with other aspects”. Then the concept of family -

work conflict being noticed and most of the researchers made the distinction between work-

family conflict and family-work conflict. Work to family conflicts transpires when it 

experiences at work and it impedes with the family life, for example, irregular, long-ranging 

and work overload, strict work rule and hours, interpersonal conflicts, stressful job, autocratic 

supervisor as well as organizations. Subsequently family- to-work conflicts will develop when 

experiences in the family due to child care or other parental responsibilities, elder care 

responsibilities, indifferent and unconcerned family members and spouse, interpersonal 

conflicts among family members and ultimately affect work-life balance. Further, Grywacz 

and Bass (2003) noted how family and work-life interconnected each other. The predominance 

of work-family research hypothesized as the fit with the absence of work-family conflict 

(Barnett, 1998; Greenhaus and Parasuraman, 1999; Perry-Jenkins et al., 2000).  

 

Work-life balance is a holistic integration and harmonious approach among non-work and 

work, where both male and female may attain their prospective potential by playing out in their 

specific life roles (Bailyn et al., 1997). According to Fisher (2001) work-life balance 

encompasses with four components. The first component is time, i.e., how much time is spent 

at work, and other activities. The next component is connected with behaviour, like a work 

goal accomplishment, WLB depends on one’s belief that he or she  is able to complete what 

they like from work and personal life. Another two superfluous issue or components are 

Energy and Strain. The strain has well defined as a third source of inter role conflict 

(Greenhaus and Beutell, 1985). The energy, which is defined as fourth components, which is 

consistent with the perception of time, and energy described as a limited resource to achieve 

work and non-work goals. Additionally, he  has  proposed that WLB, comprises for personal 
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and work-life interference along with personal and work-life enhancement by providing  three 

dimensions of work-life balance, i.e., 

• Work interfering with personal life (WIPL) 

• Work/Personal life enhancement (WPLE) 

• Personal life interfere with work (PLIW) 

Greenblatt (2002) pronounced work-life balance as adequate levels of conflict among non-

work and work demands which is conferred for managing and competing limited resources and 

achieving WLB depending on achieving and dealing with sufficient resources to create a 

conceivable attainments. 

 

2.1.2   Work-life Balance: Theoretical outline 

 

The introspection among professional and personal life has confronted profoundly with many 

challenges, which reflected in the research of work-life balance. There is multiple theoretical 

outlines and academy body of knowledge (Zedeck and Mosier,1990) that comprises a 

resource-drain, segmentation, spill-over, ecology, compensation, integration, enrichment, 

facilitation, congruence, and  work-family conflict theory (Pitt-Catsouphes et al., 2006), Clark, 

2000; Edwards and Rothbard,  2000; Frone, 2003; Frone et al., 1992; Greenhaus and Powell, 

2006). 

Spillover Theory: This theory is a process by which one role experience effects with other 

role experience of interpreting the role. Research evidenced the spill over of disposition, skills, 

values and behaviour from individual role to another role (Rothbard and Edwards, 2000) has 

been transferred. In the views of the Morris and Madsen (2007), spill-over can result with 

individuals as negative or positive, that elucidates two explanations of spill-over: (a) the 

positive spill over which reflects positive associations between professional and personal 

satisfaction with work values (Zedeck, 1992), (b) negative spill over replicates transferral of 

behaviour and skills among the domains where exhausted work experience in personal life and 

family interference at work-life. Research proved on disposition (mood) related with spill-

over, the outcome of the study relating to working parent sample which are likely to transfer 

work related emotions to family related emotions in the workplace. 

Compensation Theory: The theory of compensation denotes that refuting negative 

experiences in one province over augmented and increased efforts for positive experiences in 

another. For example: unhappy and frustrated employee focusing more on family rather than 

work (Edwards and Rothbard, 2000). Compensation can be categorized with two broad 
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classifications: reactive and supplemental. Reactive compensation reflects with negative work 

experience redirects in positive work experiences; Supplemental compensation focussing on 

when positive experiences are inadequate and deficient at work and followed to home (Zedeck 

and Mosier,1990). According to this theory, there is an opposite relationship between personal 

life and work-life, endeavour to satisfy an urge from one domain to another domain (Clark, 

2000). 

Resource Drain Theory: The transference of resources from one domain to another; for the 

reason that limited resources (money, time and attention), when primary domain are condensed 

in possible resources (Madsen and Morris, 2007) reflected in resource drain theory. When 

resources are moved to other domains which is not professional and personal related, such as 

personal or community pursuits (Rothbard and Edwards 2000). 

Enrichment Theory: The extent or process to which experiences from instrumental 

(affective) sources (abilities, skills, behaviour and values, satisfaction) develop the eminence 

of another domain (Madsen and Morris, 2007). Greenhaus and Powell (2006:73) explicated 

enrichment as “the degree to which experiences of one role to improve the quality of life in 

another role” and described that employees recognize that their professional and personal roles 

will be enhanced with each other.  

Congruence Theory: The theory of congruence denotes to in what way superfluous variables 

which are not related directly to professional and personal influence with the balance of 

multiple roles. When spill-over is related to professional and personal life directly, congruence 

attributes imitates over third variable, like behavioural styles, inherited forces, personality 

traits and social-cultural forces (Edwards and Rothbard, 2000; Zedeck,1992; Staines,1980). 

Based on this theory, a third variable has positively affected with both professional and 

personal domains. 

Segmentation Theory: The concept signifies WLB described as a separate entity which is not 

prejudiced by one other (Edwards and Rothbard, 2000). The theory of segmentation has been 

used to separate personal and professional life and each other’s dual role are not influenced 

(Rothband, 2000). Time, space, and purpose have detached from work-life and family life 

integrally from the time when there was an industrial revolution (Zedeck,1992; Edwards and 

Rothband, 2000; and Staines,1980). It has articulated as the process at where individual as 

what occurs when people vigorously overwhelmed by exertion, spirits, and behaviours in the 

life cycle domain, and inversely attached to other variables (Piotrkowski, 1979). 
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Facilitation Theory: This theory defines when the involvement and participation in one 

purview encourage and augments the engagement in another purview. This convenience and 

portability of intensification can encompass experiences, skills, resources, and knowledge 

(Edwards and Rothbard, 2000). Grzywacz (2002), facilitation transpires for natural social 

systems exploit existing means to expand circumstances. 

Integration Theory: It starts with the all-inclusive and holistic view of healthy and vigorous 

system of flexible and penetrable precincts can better expedite and inspire personal-life 

domains and work-life (Clark, 2000). It has been attributed that this theory discussed 

amalgamation of additional contextual elements, like society, including work and family life 

regards. Integration appeals with existing considerations, which rejuvenate traditional work-

life paradigms, with all shareholders (workers, employers, and communities) of equal voices in 

the development of a holistic model of work-life, balance (Morris and Madsen, 2007).  

Inter-role conflict Theory: Inter-role conflict theory refers to what occurs when meeting the 

demands in one domain makes it difficult to meet the demands in the other domain (Greenhaus 

and Beutell, 1985). In the literature, this has also been termed opposition or incompatibility 

theory (Edwards and Rothbard, 2000). Greenhaus and Beutell (1985) adverts that an individual 

encounters, role conflict when the sent expectations or demands from one role interfere with 

the individual’s capacity to meet the sent expectations or demands from another role (Kahn et 

al., 1964; Katz and Kahn, 1966; and Metron, 1957). Greenhaus and Beutell (1985) described 

eight propositions where the constructs are in conflict in relation to time, role strain, and 

specific behaviour and these are: pressures must come from both work and family; self-

identification with roles is necessary; role salience moderates relationships and is positively 

related to conflict level; conflict is strongest when there are negatively associated with non-

compliance; directionality is based on conflict source; conflict is related to career success and 

stage; external support is related to conflict. 

 

Table 2.1: Definition of Work-life Balance compiled by Researchers 

Author and Year Contribution 

Clark (2000) WLB is the satisfaction and good functioning at work and home with a 

minimum of role conflict. 

Greenbatt (2002) WLB is the absence of unacceptable level of conflicts between work and 

non-work demands. 

Greenhaus et al., 

(2003) 

WLB is the extent to which an individual is equally engaged in – and 

equally satisfied with – his or her work role and family role. 

Greenhaus and 

Allen (2006) 

WLB is the extent to which an individual’s effectiveness and satisfaction 

in work and family roles are compatible with the individual’s life 

priorities. 
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Grzywacz and 

Carlson (2007) 

WLB is as accomplishment of role related expectations that are 

negotiated and shared between an individual and his or her role-related 

partners in the work and family domains. 

Frone (2003) WLB is as the absence of conflict between work and family or personal 

roles. 

Hill et al., (2001) WLB is the degree to which an individual can simultaneously balance 

the emotional, behavioural and time demands of paid work, family and 

personal duties. 

Kirchimeyer 

(2000) 

WLB is achieving satisfying experiences in all life domains. 

Langford (2008) WLB is an individual’s ability to meet work and family commitments, as 

well as other non-work responsibilities and activities. 

Lewis (2003) WLB is issues relating to integration of paid work and the rest of life. 

Shree and Jyoti 

(2012) 

WLB is meaningful daily achievement and enjoyment in each of the four 

quadrants of life-work, family, friends and self. 

Cisco (2000) WLB is any employer sponsored benefits or working conditions that help 

employees balance work and non-work demands. 

Louise (2008) WLB is individual’s ability to meet their work and family commitments, 

as well as other non-work responsibilities and activities. 

Greenbatt (2002) WLB is the absence of unacceptable levels of conflict between work and 

non-work demand. 

Felstead (2009) WLB is the individuals’ ability, irrespective of age and gender, to find a 

life rhythm that allows them to combine their work with other 

responsibilities, activities or aspirations. 

Brannen (2005) WLB is a ‘settled accommodation’ among work and life activities. 

Kalliath and 

Brough (2008) 

Work-life balance is the individual perception that work and non-work 

activities are compatible and promote growth in accordance with an 

individual’s current life priorities 

Govt of 

CANADA (2008) 

WLB is a self-defined, self-determined state of well-being that a person 

can reach, or can set as a goal, that allows them to manage effectively 

multiple responsibilities at work, at home, and in their community; it 

supports physical, emotional, family, and community health, and does so 

without grief, stress or negative impact. 

Voydanoff (2008) Work-life balance is the global assessment in that work, family resources 

are sufficient to meet the work, and family demands so that participation 

is effective in all domains. 

Jones et al., 

(2006) 

WLB is to be becoming increasingly challenging which is mostly viewed 

in the context of striking a balance between work and family. 

Bird (2016) WLB is meaningful achievement and enjoyment in everyday life. 
Source: Author’s own compilation. 

  

2.2 Work-life Balance and Software Industry 
 

The upswing globalisation boosts the IT industries into an aeon of flux that demands the 

productivity and efficiency level of managers, which is unequivocally agreed by them. The 

unconventional strategies adopted by Indian firms for facing intensive competition and global 

diversification where executives are grappling with the challenges to succeed. So the IT 

industry in India has been affected by changes in intense pressure, changing demographics, 

constant deadlines and amplified technology, which pushed towards the high attrition rate, 
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little satisfaction, wellness paradigms and stressful nature of the job (Shankar and Bhatnagar, 

2010). The changing primacies of IT industries can be followed by innovation in systems and 

strategies, sustained by committed and competent hands. So the concept of work-life balance 

(WLB) emerged as a major theme during the last two decades, which precincts from the 

content and context of job and family as well. WLB grasps as a multidimensional paradigm 

covers the social, physical, environmental and psychological magnitudes of an employee and 

capability to meet family and work commitments, as well as other non-work responsibilities 

and activities (Delecta, 2011). Additionally organizations have given emphasis on the aspect of 

the work of the employees and inspire positive behaviour and attitudes through role identity, 

self-esteem and self-growth of the work place. More ever the role clarity and work role may 

incorporate the concept of self-leadership, employee engagement, psychological empowerment 

and participative management (Dewettinck and Ameijde, 2011) so as to expedite and facilitate 

employees to exercise their full potential for accomplishing the organizational goal. 

A structured literature review has conducted by electronic database including an extensive 

search like Emerald publishing, Wiley, Science Direct, JSTOR, Sage, Taylor and Francis, 

PsyINFO and ProQuest to collect the substance of extant literature on WLB specific to IT and 

ITES Industry. The historical development and literature survey concealed all research works 

during the period of 1990 to 2018. The study analysed the overall research setting including 

historical development of WLB in IT and ITES industry till date. A conscious attempt was 

made to gather the major and key publications with having contributions concerning of WLB 

in IT and ITES industry. The seminal works on WLB in IT and ITES professionals has been 

conducted by Bharati and Bhattacharya (2015), Das and Mishra (2016), Anthony (2014), 

Tewathia (2014), Kanwar et al., (2009), Scholarios and Marks (2004), Rani and Selvarani 

(2011), Smith et al., (2002), Baral and Bhargava (2009), Dora and Abigali (2004), and 

Srinivasan et al., (2013). 

Bharati and Bhattacharya (2015) has explored personal and professional challenges and 

enhancers for WLB of working women professionals through a survey of 186 respondents in 

Indian IT sector and the survey focused on basically IT companies based on Hinjewadi, Pune 

with the purpose of analysing and identifying professional and personal factors challenges and 

enhances work-life balance among working women in Indian IT companies. The research has 

used the dependent variables as professional challenges to Work-Life Balance, personal 

challenges to Work-Life Balance, social media involvement and Work-Life Balance, 

professional enhancers to Work-Life Balance and personal enhancers to Work-Life Balance. 
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Anthony (2013) has described WLB as a major area of emerging concern in the information 

technology (IT) and information technology enabled services sector (ITES). This research 

explored an experiential survey conducted among 80 IT and ITES professionals, where both 

the sub-sectors was measured on five scales like work environment, perception regarding 

work, workload and responsibility, family dependants and absence from work. Regression 

analysis has conducted in each among all the factors signifying a strong contribution with each 

and every sub factors but in the other hand research has found no significant relation among 

WLB and work environment. Kanwar et al., (2009), investigated the effect of WLB, burnout 

lying on job satisfaction (JS) by connecting IT and ITES industries. Burnout is evaluated 

through dimensions of exhaustion, meaninglessness and de-motivation. Further, the outcome 

of the study revealed positive relationship between WLB and job satisfaction and as compared 

to IT and ITES, significant contribution between WLB and JS is higher in ITES sector, but in 

the other way, negative relationship found between job satisfaction and burnout to the IT 

group.  Additionally, implication and findings of the study shown that level of JS became high 

with the male participants as compared to female.  

Dora and Abigali (2006) explored the effect of employer’s flexibility towards issues of work-

life balance and negative spill over from work to non-work on software professional’s attitude 

that represented an interesting case study on WLB issues. The outcome of the study suggested 

interference of work of private life has a significant impact on work related attitudes. WLB 

boundary influenced trust of the organization that plays a meditational role among job 

satisfaction’s variables and organizational commitments and result found that non-work 

commitment of the employees as well as employers which may show the way on greater 

organizational attachment. Tewathia (2014) examined 150 IT professionals in Delhi where 

many IT firms trying to provide WLB initiatives including part time work, child care facilities 

and flexi timing where the participants have expressed their inability to manage both personal 

as well as professional life. The outcome of the study has revealed that structured WLB 

policies may be implemented to sustain current business performance. 

Although IT Industry is paying attractive salary and desk type job, but the same time, 

employees are facing extended work schedule and deadline confined to the job, investigated by 

Das and Mishra (2016). The domestic commitment of the work-life balance  has become 

challenging issues where the survey was carried out through 150 IT  women professionals in  

Mumbai city and parameter has been considered for the study are family responsibilities, 

working hours and career growth and found out possible remedial measures. 
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Srinivasan et al., (2013) prioritised the study has conducted exploratory qualitative research of 

the 13 IT women professional in software industry in Bangalore, India. The study attempted to 

understand how family and work related factors affects work family balance with taking the 

parameters of multi-role responsibilities and negotiation, social support, professional and self-

identity, work-life challenges and coping strategies, familial influences on life choices, and 

organizational policies and practices. Baral and Bhargav (2009) examined legal and statutory 

policies likes maternity leave and other benefits including practices like flexi-schedule, work 

from home, compressed work week, part-time at which the outcome suggested HR managers 

has to give more focus towards WLB practises to the professionals in the respective 

organizations. Smith et al., (2002) investigated software professionals, facing long hours 

working culture such as 24/7 in IT sector, they may suffer the serious situation of work-life 

conflict, where it has found the outcome that work interference  in personal life has a 

significant contribution on work attitude. 

2.3 Outline of the Antecedents, Mediation, Moderation and Outcomes of 

WLB 

The literature of WLB highlights on several instances, which explore a balanced approach on 

fulfilling the aspect of job as well as personal and family requirement of the professionals. As 

a professional one can expend a substantial portion of their work lives at workplace, 

organization may restructure and redesign several features of work to facilitate better-

perceived WLB. Additionally, organization may also foster on aspects of family to overcome 

predominant gap among anticipation and reality of professionals to amplify better WLB. The 

review of the present literature has discovered with numerous antecedents and outcome of 

WLB, which has been outlined below (table 2.2). These antecedents have been assembled in 

work dimensions (WD), family dimensions (FD) as the antecedents, employee commitments 

(EC), psychological empowerment (PE) as mediators, organizational citizenship behaviour 

(OCB) as a moderator, and retention of professionals (RP) as an outcome variable for the 

present study. The work dimensions comprise flexible work patterns, work environment, 

teamwork and communication, career progression, financial and non-financial benefits, and 

health and wellness benefits. These dimensions have been emphasised under work dimensions 

as they are presented in job framework of the software professionals of India and are 

indispensable to connect with perceived WLB. The factors those are categorised under family 

dimensions, are scarcely present in the contemporary context of software professionals of India 
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and these are Partners Support, Eldercare Responsibilities, Childcare Responsibilities, Personal 

and Family Demands, Family and Social supports, and   must be instigated to develop 

perceived WLB. Moreover, the study exhibits a hypothetical model, which can be applied to 

outline better WLB of professionals. It also encompasses employee commitment, 

psychological empowerment, organizational citizenship behaviour and retention of 

professionals as the outcome of better WLB of the professionals as revealed in the 

hypothesised research model (figure 2.1). The antecedents, mediation, moderation and 

outcomes of WLB are exemplified in following sections. 

  Table 2.2: Framework of Literature Review  

Factors Authors and Year 

A
n

te
c
ed

en
ts

 

  

W
o

rk
d

im
en

si
o

n
s 

Flexible work 

pattern 

Kelliher and Anderson (2010),Tausig and Fenwick (2001), 

Uglanova and Dettmers (2018), Carlson (2005), Allen et 

al., (2013),Shockley and Allen (2007),Bryon (2005), 

Mesmer and Viswesvaran (2006). 

Work 

environment 

Allen (2000), Annakis and Pillay (2011), Lee and Harrison 

(2000),Hayhurst et al., (2005), Sirgy et al., 

(2008),Schmalenberg and Kramer (2008). 

Teamwork and 

communication 

Yauch (2007), Pisarski and Barbour (2014), Haris and 

Haris (1996), Fisher et al., (1997), Valentine et 

al.,(2015),Luca and Tarricone (2001),Propp et al., 

(2010),Madlock, (2008), Estryn-Béhar et al.,(2007), 

Pathak and Singh, (2012). 

Career 

progression 

Keeton et al., (2007), Darcy et al.,(2012), Chang et 

al.,(2007), Ross et al., (2013), Yeo (2011), Slaughter 

(2012), Ezzedeen and Ritchey (2008), Darcy et al., 

(2012). 

Financial and 

non-financial 

benefits 

Tremblay and Genin (2008), Pasamar and Cabrera (2013), 

Schlechter et al., (2015) and Ahmad (2013) 

Merriman(2014), Chiang and Birtch (2008),Sweins and 

Kalmi (2008),Gerhart and Rynes (2003),Dineen and 

Williamson (2012),Dulebohn and Werling 

(2007),Hasselhorn et al., (2004). 

 

Health and 

wellness benefits 

 

Shanafelt et al.,(2012), Spencer (1989), De Klerk (2005), 

Conrad (1987), Pabayoetal., (2010), Beheer and Newman 

(1978), Dooley (2013), Acheson (1998),Townsend (1992). 

  

F
a

m
il

y
d

im
en

si
o

n
s 

Partners Support Mayo et al., (2011), Emslie and Hunt, (2009) , Matsch et 

al., (2009), Lee and Duxbury  (2014),Marshall and Barnett  

(1993), Hobfoll  (2001),Halpern (2005),Carlsonet al., 

(2009). 

Child care 

responsibilities 

Crompton and Lyonette, (2006), Redmond et al.,(2006), 

Craig and Powell,(2011)Esping (2009), Luppi and Arpino 

(2016), Adsera  (2004),Tausig and Fenwick 

(2001),Matysiak and Vignoli(2008), Baxter (2004). 

Elder care 

responsibilities 

Bourke et al., (2010) , Lazar et al., (2010), Smith and 

Gardner, (2007), Lande and Herbert (2009),Pyper (2006), 

Habtu and Popovic (2006),Barling et al.,(1994),William 
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Source: Author’s own Compilation 

 

2.3.1 Work Dimensions  

The work dimensions are the most important components connected with an occupation, which 

has an unremitting interaction among the professionals. Work is an integral part of personal 

lives and societies, playing central role in economic aspects like work offer one’s livelihood 

and provide a determination to learn, strive, accomplish and develop to formulate ones reality 

(Sharabi, 2017). These components can be cautiously attuned to produce a robust influence on 

the WLB of employees. The vital role of the work dimensions such as flexible work 

arrangements, work environment, teamwork and communication, career progression, financial 

and non-financial benefits, and health and well ness benefits for improving the perceived level 

of WLB of professionals has been recognised in IT and ITES industry. The distinct 

relationships between the variables of work dimensions are reflected in the consequent review. 

However, the accumulative consequence of all work dimensions connected in the research has 

not been exhibited in earlier research in this direction. 

 

Flexible Work Patterns (FW) 

(2005),Goreyet al.,(1992),Lee et al., (2001). 

Family and social 

supports 

Brummelhuis and Van Der (2010), Marcinkus and Kram 

(2010), Brown et al.,(2010), Connell and Hannif (2009), 

Sumathi et al.,(2015), Jenkins and Elliot (2004),Lu et al., 

(2012). 

Personal and 

family demands 

Keene and Reynolds, (2005),  Rantanen et al., (2016), 

Ahmad (2013), Parasuraman and Greenhaus (2002), Boyar 

et al., (2005), Carlson et al., (2000), Frone et al., (1992), 

Rothausen, (1999), Kossek et al., (2001). 

 

 

 

 
M

ed
ia

to
r
 

 

Employee 

commitment 

Meyer and Herscovitch (2001),Mowday et al., 

(2013),Meyer and Allen (1991),Steer (1977),Mowday and 

Boulian (1974),Khan et al., (2011),Newstrom and Davies  

(2002),Burchielli (2006). 

Psychological 

Empowerment 

Mirkamali and Thani (2011),Spreitzer (1995), Elmuti 

(1997),Thomas and Velthouse (1990),Spreitzer and  Quinn 

(1997),Kanter (1993), Quinn and Spreitzer (1997). 

 

M
o
d

e

ra
to

r
 Organizational 

Citizenship 

Behaviour 

Organ (1988),Podsakoff  (2000),MacKenzie et al., (1993), 

Podsakoff et al., (2000),Pradhan et al., (2016). 

Outcomes Retention of 

Professional 

McEvoy and Cascio (1985),Zineldin (2000),Stauss et al., 

(2001),Mak and Scockel (2001),Logan (2000), Anitha 

(2014), Das and Baruah  (2013). 
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The concept of Workplace Flexibility is defined as “professional’s opportunity to make 

choices impelling how long, where, when they engage in work-related tasks” (Bal and De 

Lange, 2014).  FW, which is a spectrum of structures of work that adjusts the place and time 

that tasks, is getting done on a regular basis. A flexible work arrangement comprises flexibility 

in the scheduling of work hours like alternative work schedules (e.g., compressed workweeks 

and flexitime), flexibility in part time work, shift and break schedule, job shares and work 

place. It defines: 

❖ Flexitime: decision to be agreed for the limited professionals on working with 

certain number of hours with starting and ending time in a day. 

❖ Compressed Hours: When professionals work full weeks in the worth of hours in 

fewer days like (four days worked over three). 

❖ Part-time or reduced hours: Professionals work fewer hours rather than a full time 

worker (usually they work 35 hours or more in a week). 

❖ Term-time Working: Professionals works during school term time that defines 

working around less 13 weeks in a year. 

❖ Home working: Professionals engage work from home or any satellite location from 

central office. 

❖  Job Sharing: Where one full time job is being shared between two professionals. 

❖ Family leave Programmes: For attending family and personal responsibilities, 

professionals get paid or unpaid leave from organization. 

 

The capability of individual to balance effective time in between work and personal or family 

aspiration is called work-life balance that ability varies person to person where flexible work 

arrangement has a major role. So many researches have focussed on exploring the relationship 

between work-life balance and practices of FW (Sweet et al., 2014). Though a positive 

relationship established between these two predictors, employees’ professionals and 

organizations are dissatisfied with their outcomes and experiences (Ryan and Kossek, 2008). 

FW will reduce conflict by facilitating employees. 

 

Work Environment (WE) 

Work environment (WE) is a setting of location at which a task is completed. Simply it is a 

place of employment, involving physical geographical location as well as the immediate 

surroundings of the work place (Pisarki et al., 2008). A healthy work environment offers the 
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physical, cultural and psychological working conditions, which may explore the health and 

well-being of professionals (Grimes and Robert, 2010), increase the quality of workplace and 

enhance organizational performance (Jennings, 2008). The Canadian Health Service Research 

Foundation identified that aspects and determinants those are impelling the work environment 

of professionals are heavy workload, deficient and inadequate staff, involvement in decision-

making, physical environment, and organizational communications. Aiken et al., (2002) 

evidenced that deficient staffing arrangements and unscrupulous perception of the work 

environment were negatively connected to quality of output and performance. The components 

of the work environment have an effect on the emotional health and other affiliation like 

supervisor support, involvement and peer cohesion of software professionals (Chan and Huak, 

2004). So encouraging professionals on the aspects of using flexible work pattern, not only 

requires changes in expectations and attitudes in this current scenario, but also depends on 

supportive work environment (Grimes and Robert, 2010). Superior support may enlarge the 

control over perceived work environment as well as work-life conflict may reduce with higher 

control over work environments including shift locations. Pisarki et al., (2008). However, 

flexible work pattern is appreciated in IT and ITES industry and literature review evidenced 

about family-friendly policies was disillusioned due to demanding work environments, work 

pressures and shortage of staffs. The mounting importance of expatriates in the global 

workforce requires a targeted set of work-life balance initiatives to help employees to 

contribute more effectively in the competitive work environment. 

Teamwork and Communication (TWC) 

There has been a superfluous of literature underlining the role of teamwork in software 

organizations. Teamwork is a process of cooperation, which lets ordinary people to achieve 

extra-ordinary results and elucidates as a team has a common objectives through which team 

members may improve mutual and constructive relationships to attain team goals (Scarnati, 

2001, and Korner et al., 2015). Teamwork and communication refers to a behavioural 

cognition that people use to accomplish interdependent work and the affective, cognitive, and 

motivation states that emerge during the course of that work (Valentine et al., 2015). The 

literature review describes one of the indispensable features of a team is the emphasis on clear 

purpose and common goal (Fisher et al., 1997; Johnson and Johnson, 1995, Parker, 1990; 

Korner et al., 2015). Teamwork must be integrated as the outcome of tertiary units, an integral 

part of various organizations. Effective teamwork trusts upon prevailing synergy among all 

team members by building an environment where they all are enthusiastic to participate and 
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contribute that one may nurture and promote a positive, cohesive team environment. Team 

members should be so flexible for adapting supportive work environments where objectives 

are accomplished with social interdependence and collaboration rather than individual, 

objectives (Luca and Tarricone, 2001). Communication in organization provides a path for 

sharing the information, taking decision collaboratively, identifying and coordinating the work 

efforts (Propp et al., 2010). The degree of interpersonal relationship can be increased by the 

open and vulnerable communication that based on mutual trust and confidence (Madlock, 

2008) along with enhanced job satisfaction (Khani et al., 2008). It is fundamental for 

organizations to improve level of competence, software development through collaboration, 

advance team training methods to facilitate high quality teamwork (Estryn-Béhar et al., 2007). 

Additionally, organizations may foster the values and behaviours necessary to build and 

unlock the power of high performance team (Pathak and Singh, 2012). Thus, software 

organizations could be sensible for the implicit and explicit communication requirements of 

the professionals and intensify the positive contribution of teamwork towards service delivery 

and better WLB.  

 

Career Progression (CP) 

Career progression can be described as the range of job roles, prospects and opportunities of 

the existing professionals of an organization for developing a specific set of knowledge, skills, 

abilities, qualifications, attitudes and relevant experience. The development of inventive 

techniques, procedures and tools for software professionals to maintain, develop IT and 

interpersonal competence through continuing education and training (Welde et al., 2016). The 

career of software professionals may be alienated among the stages like exploration, 

establishment, maintenance and disengagement (Nagy et al., 2019). The software organization 

those are providing career development programs and develop the new strategy, will progress 

very smoothly and maintained a meaningful life (Tomer and Mishra, 2019).Yeo (2011), 

investigated the importance work-life balance and its impact on career progression from 

perspectives of organization by contributing the significant relationship of work-life 

balance and career progression, that will develop the cognitive response of managers 

towards job characteristics, and adopted appropriate measures. Ezzedeen and Ritchey 

(2009), prioritized the strategies to formulate and develop the family relationships by 

advancing their career and to maintain career family balance. It has found that career 

advancement and career family balance strategies might include personal support, value 

system, professional support and life course strategies like as career and family, negotiating 
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spousal support. Darcy (2019) has explored the various antecedents of work-life balance by 

inter connecting four different career stages like early career stage, developing career stage, 

consolidating career stage and pre-retiring stage are considered with regard to parenting status 

and signifying the factor which influences WLB marginally crossing career stages and 

demonstrating WLB relating for professionals at all career stages and not restricted to young 

children only. 

 

Financial and Non- Financial Benefits (FNB) 

Financial and non- financial Benefits incorporates the forms of tangible and intangible 

remuneration perceived by professionals (Merriman, 2014), where benefits signifies what a 

person gets the value of something in the exchange for particular contributions (Chiang and 

Birtch, 2008). FNB is a driver of employee behaviours and attitudes (Sweins and Kalmi, 

2008), is vigorous for recognising employee worth, retaining present employees, and inviting 

and attracting possible job incumbents (Gerhart and Rynes, 2003) along with the growing 

concern of the performance and motivation level of the personnel (Dineen and Williamson, 

2012). Financial aspects which reflecting perception of impartiality and is reliable with the 

organizational value, responsibility, business strategy and job design, by recognising the 

changes in knowledge, skills, experience, contribution, and it inspires frequent promotion. 

Financial benefits stimuluses continued as an organizational participation and reciprocal on the 

organization (Dulebohn and Werling, 2007). Benefits perceived by IT professionals 

encompasses with financial incentives, opportunities development, acknowledgement, and 

enriched public image of the profession (Hasselhorn et al., 2004; Van Vegchel et al., 2005). 

Benefits must replicate an individual’s capability and effort to be allocated with objectivity and 

fairness (Yukl, 1998). De Gieter et al., (2006) characterized benefits into financial, non-

financial and psychological as recommended in organizations to manage a balance among 

these benefits for IT professionals. Williams et al., (2008) suggested two parameters to 

measure the satisfaction of compensation among professionals, pay (satisfaction with pay, 

structure and payhike) and benefits (satisfied with benefits, determination and administration). 

Employers should be highlighted with a pay to attract expected professionals and through 

which to retain them also (Carraher, 2011). Likewise, the financial and non-financial benefits 

strategy of the organization expresses an imperative message about the organizational 

practices, values and culture (Kuhn, 2009). Researchers have also found a substantial 

relationship between financial and non-financial benefits and WLB (Boxall and Purcell, 2003; 

Cooke and Jing, 2009). 
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Employee Health and Wellness benefits (HW) 

 

Employee health is otherwise known as occupational health is a multidisciplinary aspects 

connected with health, safety and welfare of the people at work. It has been recognized that 

health is significant determinants in work and the workplace (Acheson,1998; Townsend et 

al.,1992). World health organization (WHO) defined as employee health deals with safety and 

health among workplace and has a strong emphasis on prevention hazards. According to 

WHO, health is “a state of comprehensive mental, physical and social well-being with absence 

of infirmity or disease”. Subsequently,  in the year 1950, International Labour Organization 

(ILO) has shared beautiful definition of employee health and revised 12th session in 1995. “The 

major emphasis on employee health described in three parameters: (i) promotion and 

maintenance of employees’ health and working capacity; (ii) supportive working environment 

by having conducive safety and health and (iii) enhancement of working cultures and work  

with organizations that supports health and safety at work by promoting progressive social 

climate and may enhance productivity of the organizations”. Employee wellness benefits will 

denote to the supportive programmes in the workplace, provided by the any other agency, 

originated, and implemented during working period (Dooley, 2013). Work stress, fatigue, 

burnout are negative aspects can be exterminated through supportive organizational structure, 

employee health and wellbeing of the professionals in a particular organization (Pabayo et al., 

2010; and Beheer and Newman, 1978). The degree at where health and wellness programs may 

increase employee value and morale and may affect in employee retention positively (Conrad, 

1987). Higher morale and value may enrich reputation can develop the productivity of 

employees, which is simpler to attract quality of the professionals in future. 

 

 

2.3.2 Family Dimensions 

 

The family dimensions are the utmost imperative mechanisms connected with a family, which 

has an unremitting interaction and relations among the family members. Family may define in 

a several ways. One very traditional definition defines it as a fundamental social group in 

society usually comprising with parents and children (Gidden et al., 1996). Another definition 

defines when two or more people who share common goals and values with having long-term 

commitments and resides in a same dwelling (Luk and Shaffer, 2005). Family is a fundamental 
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part of the personal lives and societies, playing a central role in social and emotional aspects 

by offering mental peace and happiness, and offer a purpose to learn, struggle, achievement 

and progress to formulate one reality. For the last decades, vivid changes take place in the 

demographic aspect of employees as well as in the labor market. The family concept has 

shifted from the traditional male running role to single parent families and dual earner couple. 

The traditional job pattern has also been changed where found economic instability, high 

expectation, job uncertainty, employee flexibility (Luk and Shaffer, 2005). They have 

influenced the new orientation like increasing awareness, personal and career development, 

life-long learning and necessity for balance between family and work-life as a result, both men 

and women may experience a pressure and demands from the household, parenting, family and 

work domains. The effervescent aspects of family dimensions such as partners support, elder 

care responsibilities, childcare responsibilities, personal and family demands, family and social 

supports for enlightening the perceived level of WLB of professionals of IT and ITES 

Industry. The distinctive associations connected with the variables of family dimensions and 

are reflected in the consequent review.  

Partners Support (PS) 

Partners support is clearly defined as spousal support as a sensitive and emotional support of 

partners (Amarao et al.,2006, and Russo and Jhonson,1987). The relationship between husband 

and wife is a stunning, personal sharing in the creative love of God who brings into being the 

eternal soul that comes to every human being with the gift of a beautiful human life. The 

partner as well as parents with having affecting and emotional support towards partners with 

multi role attitudes and other benefits (Marshall and Barnett, 1993). Lee et al.,(2015) has 

defined as partners’ support may be defined in many ways like helpful behaviour of spouse 

and desired way spousal support will strengthen the relationship of spouse and obviously will 

influence positively towards work-life as well as personal life. The interrelationship of spouse 

leads towards family and job satisfaction, family performance and organizational commitment 

(Carlson et al., 2009). Organization strives for high turnover and success depending on the 

mechanism set by the professionals who attain work-family balance and social supports, 

including family members, spouse, co-workers, neighbours and others friends as specific 

(Halpern et al., 2005). Work-family balance integrates social support involving marital status, 

job and family attitude and satisfaction. The evidence proposed on the theory of COR 

(foundation of conservation of resources) based on social support received from partners and 

co-workers, they may acquire resources which help them balancing family and work demands 

that leads to high satisfaction in the domain of the family as well as work (Hobfoll, 2001). It 
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has suggested a gender-neutral theory by Emsile and Hunt (2009), a conducive environment 

may enhance through WLB supports, which includes motivating partner, children, dependent 

care and work-family relationship. 

 

Eldercare Responsibilities (ER) 

Eldercare responsibilities define as fulfilling the specific necessities and needs requiring for 

senior citizens. The term, which encompasses the services including adult day care, home care, 

nursing homes or hospitals, that comprises assisted living of an elder and the care must be 

given by young generations (Cambridge dictionary). ER highlights the personal and social 

requirements of elders who require some assistance with daily activities and facilities of health 

care. The study reveals about how IT professionals spending the quality time with their parents 

and their child, and the amount of satisfaction perceived by parents of IT Professionals. It is 

very difficult for IT professionals to manage the balance in between family life and work life, 

and enjoying quality time with family members along with fulfilling the family desires. 

Numerous studies identified in the topics of elder care responsibilities and work 

responsibilities by reflecting the consequences of balancing life (Barlinget al.,1994; Lee, 1997; 

Neal, Chapman et al.,1993). The impact of emotion on elder care is not researched earlier, but 

sometimes more attention on child care and elder care may enhance the level of stress and 

burnout (Sizemore and Jones, 1990; Wagner and Hunt, 1994). The top management who is 

responsible for Eldercare can give emphasis on the relationship among caregiver-receiver, 

awareness of degeneration, unpredictability, constraints of time and effort, and feeling of 

obligation (Morrison, 2001; and Tully and Sehm, 1994). 

 

Childcare and Responsibilities (CR) 

The rapidly emerging literature of work-life balance has been emphasizing on balancing work 

and family needs as a desire for accessing on employment opportunities and receiving an 

adequate income at a time concerning on caring responsibilities of family life (cf. Edgar, 1995, 

p. 10). It is an effort for achieving balance which may lead to life satisfaction and can have an 

influence on the employees’ productivity as well as individual, family and community well-

being, whereas wellbeing of professional depends on fertility and life satisfaction including 

responsibilities of child care and eldercare. Child care includes care and attention for a child or 

children by their parents including mother and father or it may be discussed in different way 

like care and emphasis for a child or children provided by government or any other private 
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agencies with the absence of parents when parents are unable to fulfil so (Cambridge 

Dictionary). Mother is a natural giver for her child in our societies, where mother has an 

irreplaceable role as care givers within the family with their involvement and responsibilities 

for caring the children, especially during their pre-school period (Winefieldet al., 2011). From 

the point of child, it is a fundamental right of child to avail caring and nurturing up to reaching 

5 years from her mother, including responsibilities and family commitments of working 

mother. The key emphasis should be given on dependent care responsibilities especially for 

pre-school children (Russell,1990) found that there must be some family and work domain 

needs including the account of balancing issue, where each of these domains are having the 

levels of involvement and responsibility. The work-life balance support may initiate a 

conducive work environment by recognising and facilitating need of partner or spouse, family 

members and children in work family relationship and other local community resources may 

expedite to fulfil family needs and dependent care of the professional. The policy of families 

may take an initiative through external childcare services and cost-effective private services for 

low income families (Eyda, 2005, and Saraceno, 2011). The presence of part-time contracts 

and flexible working hours may help parents to adjust the timing for childcare and work 

activities by minimising the requirements for external support (Adsera, 2004). The debate of 

work-life balance on the criteria of child should be manifested in the international as well as 

national forum to support family-friendly work practises and country must adopt the legal 

procedures assembled as entitlements, and consideration among changing workplace and legal 

development (Russell and Bourke, 1999). Organization need to provide some paid and unpaid 

leave to dual earner mother that will develop emotional and cognitive development of children 

as well as mother, which directly and indirectly affects organization (Luppi and Arpino, 2016). 

 

Personal and Family Demands (PFD) 

Family and work are an integral part of every individual’s life where as both the domains 

(Whitely and England,1977) are major aspect of work-life balance and work-life conflict 

(WFC), is an emerging area of organizational research (Parasuraman and Greenhaus, 2002). It 

has been empirically proved to work-life conflicts relate to negative work attitudes, (Frone et 

al.,1997) tardiness, absenteeism, leaving for work early (Boyar et al., 2005) and turnover 

intentions (Burke,1988). Work-life conflicts have two separate forums:-work interferes with 

family (WIF) and family interferes with work (FIW) - both are affected negatively towards 

personal, family and organizational outcomes, whereas these are interrelated with WIF and 

pave the way on  family demands (Carlson et al., 2000, Frone et al., 1992). Family demands 
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defines as a “pressure arising from excessive family overloads” (Yang et al., 2000) that may 

derive from various ways. Family demands reflected by family role characteristics like time 

spent for caring and managing the family members (Gutek et al., 1991 and Frone et al., 2007), 

numbers of children directly persuading family demands (Parasuraman et al., 1996), allocating 

time and energy for nurturing children in day to day lives. “Family demands” refer to “the 

time spent, level of commitment, and responsibilities related to family-related demands and 

obligations, such as housekeeping and care giving for family members (Choi, 2008). Kossek 

et al., (2001) given evidence of a significant relationship among number of children living at 

the house and FIW, imparting with an indirect effect among them. Family may include 

relationship with dependent (father, mother, father-in-law, mother-in-law, and grandparents) 

that may affect directly with family demands (Rothausen, 2009), marital status of a 

professionals may be a strong indicator for the perceived family demands. Married 

professionals must have been facing more family demands in the form of commitments and 

obligations as compared to unmarried professionals (Boyar et al., 2008). More stress in family 

domain may result in a greater way of family demands. The family may provide the support 

for family responsibilities and obligation of work by reducing family overload. Research has 

proved  on demand of family may reduce by minimising obligation and commitment from the 

family that specifically reflects time and energy for work duties, may lower family demands 

(Frone et al., 2007). 

 

Family and Social Support (FSS) 

 

Social support denotes the perception of professionals on the value and strength of 

relationships in and out of the workplace that may offer resources like emotional empathy, 

tangible assistance and communication of information. It is hypothesized as the structure of 

relationships and the flow of resources provided by family or at workplace (Greenhaus and 

Parasuraman, 1994). Professionals may avail on-the-job social support network as well as a 

personal or family based network of supportive relationships. Kossek et al., (2011) found that 

social support as curtailing from multiple sources (supervisors, neighbours, co-workers and 

family) and discerned by content as general (social interaction support or resources, received 

from job and family) or specific (support reinforcing in a particular role demand) relationship. 

The employees having frequent interaction with supervisors at the workplace may lead towards 

potential shaper of the employee’s support perception (Maertz et al., 2007). Allen (2001) 

discussed that a family supportive supervisor as one who is sympathetic to the employee’s 

desires to seek a balance between work and family and who engages in efforts to help 
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accommodate the employee’s work and family responsibilities. The extent through which 

supervisor provides inspiration and support to professionals within their team is a significant 

determinant of job satisfaction and may highlight the optimistic image for them (Lapierre and 

Allen, 2006). The available supportive supervisory style, accommodation and organizational 

culture may stimulate a positive relationship among co-workers that may be a significant 

indicator of WLB (Connell and Hannif, 2009). Simultaneously the presence of an encouraging 

and cooperative family, supportive family members and well-being may encourage good 

relationships in the  family as well as outside (Jennifer, 2005). The colleagues may take the 

role of the pseudo agents of the organization with having emotional support, such dealing with 

the care or paying attention with sympathetically and assist them work related problems 

(Sumathi et al., 2015; Jenkins and Elliot, 2004). The Royal College of Nursing (2005) 

prioritized that support and positive interactions of co-workers is connected with 

psychosomatic symptoms, reduction in emotional exhaustion, sickness absence, stress and 

burnout. It may also stimulate well-being by meeting the essential human needs of belongings, 

security, approval, social contact and affection. Additionally, the high interpersonal 

relationship is a dominant factor that determines the job satisfaction of software professionals 

(Lu et al., 2012). 

 

2.3.3 Employee Commitment (EC) 

An organization is enforced by the competitive challenges relating to constant productivity and 

creating committed workforce. No organization can achieve the top most ranks without having 

committed workforce. Moreover, the concept of commitment and its feasible outcome is vital 

to organizational success and became an ultimate area of research in the field of human 

resource management. A number of researchers have explored the concepts of employee 

commitment (EC) in many ways, which lies with belief, and trust of individuals to attain the 

value and vision of organizations. The theoretical concept of commitment is expressed as an 

impulse force that binds to target course of actions given by them (Meyer and Herscovitch, 

2001). EC represents as an identification and emotional attachment, and level of loyalty 

experienced by professionals towards organization as a whole (Mowday et al., 2013). The 

dimensions of EC as proposed as an emotional attachment, comprises the moral obligation, 

and consciousness develops with level of involvement and participation among employees 

(Meyer and Allen, 1991). The individual congruence through which professionals finds with 

and extends effort for the overall goal of the organizations (Steer, 1977). It may define as a 

willingness or inclination to be working hard and resilient aspiration to be in same 
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organizations (Porter et al., 1976). The view of EC has increased with positive association of 

organizational performance and satisfaction among professionals, which may direct to 

decrease the intent to leave the organizations and strengthen the employee’s attrition rate. The 

aspiration to retain the capable and talented employees is an important aspect of the 

organization; that prejudiced with employee commitment. The professionals are having a high 

level of commitments adoring involvement and engagement in a job (Khan et al., 2011). EC 

reflects emotional connotation which resulting the trustworthiness and reliability of an 

employee that characterizes reflexive loyalty towards the organization (Burchielli and Bartram, 

2006). In the views of Newstrom and Davies (2002), it is a level of influence at which an 

employee recognizes the ethics and morale of the organization and needs to contribute 

actively. The study replicates employee’s trust, confidence and belief attached to, inclined to 

spend exertion on achievement and attainment (Tsai and Wu, 2005), and targets passive 

association and participation where employees are ready to contribute to the well-being of the 

organization (Alshengeiti et al., 2012). The achievement of the organization relates to the 

principle, goal, and enthusiasm for recognition, potential and growth that will increase the 

emotion and sentiments of employees with respect to the unending relationship with the 

organization (Srivastava, 2013). It is an attitude that imitates feelings such as emotions, 

involvement, empowerment, credentials and loyalty to the organization as an object of the 

obligation (Morrow, 2011). The study of the relationship between role clarity and 

organizational aspects is rooted in job characteristics model (Hackman and Oldham, 1976) that 

reflects with the level of involvement among employees. Further, the study suggests that 

employees are involved in teams and develop the belongings could have significant influence 

on role clarity that signifies the level of emotional attachment and involvement of employees 

(Jong et al., 2013). 

In the era of the 19th century, Meyer and Allen (1991) conceptualized a three - component 

model (TCM) of the EC that has a framework for high dominance in the field of management. 

The TCM is developed for inclusive understanding of EC and comprises of :  

(a) Affective commitment (AC): AC is an emotional attachment towards an organization. 

Literature defined it as an attitude and psychological connection to the value and objectives of 

the organization where an employee identifies his or her goal to maintain the membership to be 

in this particular organization and to achieve the goal of this organization. Porter et al., (1974) 

viewed that AC may be categorized by three aspects: (1) acceptance of and faith in the 
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organization's goals and values, (2) desire to emphasize effort on helping the organization 

achieve its goals, and (3) willingness to maintain organizational membership. 

(b) Continuance commitment (CC): is the attachment based on exchange and calculative 

commitment where the cost and reward related to organizational membership. When the 

attachment of the organization is affected by “side bets” accumulated with extrinsic benefits 

(Morris and Sherman, 1981). The employee who is having continuance commitment accrued 

by valued side bets (self-investment, pension, relocation and skill transferability) and 

maintains membership because they need to do so.  

(c) Normative commitment (NC): is the attachment focusing on motivation by endorsing 

social norms. NC is noticed as a belief about one’s responsibility to the organization. It is only 

a feeling of obligation to be remaining in this particular organization (Meyer and Allen, 1991). 

Wiener (1982) recommended that NC may be an outcome of pressures exercised either after 

entering into the organization. 

The conceptual definition of employee commitment retrieved from the works of previous 

scholars is exhibited in the table 2.3. 

 

Table 2.3: Definitions of Employee Commitment  

Author and Year Definition 

Kanter (1968) EC is the willingness of social actors to give their energy and loyalty 

to social systems, the attachment of personal systems to social 

relations, which are seen as self-expressive 

Brown (1969) EC is something about the notion of membership; (1) it reflects the 

current position of the individual; (1) it has a special predictive 

potential, providing predictions concerning certain aspects of 

performance, motivation to work, spontaneous contribution, and 

other related outcomes; and (3) it suggests the differential relevance 

of motivational factors. 

Salanick (1977) EC is the state of being in which an individual become bound by his 

action and through these actions to beliefs that sustain the activities 

of his own involvement. 

Mowday et al., (1979) EC is the relative strength of an individual’s identification with and 

involvement in a particular organization. 

Scholl(1981) EC is the stabilizing force that acts to maintain behavioural direction 

when expectancy/equity conditions are not met and do not function. 

Allen and Meyer (1991) EC is the psychological state that characterizes the employee’s 

relationship with the organization and has implication for the 

decision to continue membership in the organization. 

Cantor and Mischel 

(1979) 

EC has found to be an attribute on which individuals evaluate others 

and that commitment was distinct from other personal characteristics, 

such as extraversion. 

Coopey and Hartley EC is the individual's psychological bond to the organization, as an 
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(1991) effective attachment and identification. 

Hall et al., (1970) EC is the process by which the goals of the organization and those of 

the individual become increasingly integrated or congruent. 

McEwan et al., (1988) EC is readiness to pursue objectives through the individual job in 

cooperation with others. 

Salancik (1977) EC is a state of being in which an individual becomes bound by his 

actions to beliefs that sustain his activities and his involvement. 

 

Porter et al., (1970) 

EC is the strength of an individual's identification with and 

involvement in a particular organization, characterizing it by three 

psychological factors: desire to remain in an organization, 

willingness to exert considerable effort on its behalf, and belief in and 

acceptance of its goals and values.  

O'Reilly and Chatman 

(1989) 

EC is a psychological attachment felt by the employee for the 

organization.  

Martin and Nicholls 

(1987) 

EC is a willingness to exert high levels of effort on behalf of the 

organization and a definite belief in, and acceptance of the values and 

goals of the organization. 
Source: Author’s own compilation 

 

2.3.4 Psychological Empowerment (PE) 

In this competitive world, empowerment is a concept of organizational behaviour that has 

expanded the importance in the 19th century. The elementary meaning of empowerment is 

having the capacity and authority to take any decisions and perform in organization for 

enhancing not only for organizational productivity, but also for individual motivation (Elmuti, 

1997). Empowerment defines as the establishment of democracy and the involvement of 

employees in decision-making, team building, participation and overall quality of management 

(Mirkamali and Thani, 2011). If devoted to empowerment, organizations retain and motivate 

their employees and consequently organizational performance will increase. Individual 

empowerment defines as the feeling and sense of control of individuals over their lives. 

Primary research outlines sense of control that has a direct consequence of developing the 

physical and mental health. PE occurs when professionals perceive by exercising a sense of 

control of their work lives (Spreitzer, 1995). Moreover, it has defined as an intrinsic 

motivation exhibited by four recognitions. The four recognitions are meaning, competence, 

self-determination and impact, whereas meaning denotes as sense of objectivity and 

resemblance one’s values connected to task as well as the organization (Thomas and 

Velthouse, 1990).  Competence is a skillful conviction of work activities replicating personal 

belief towards ability and skill to perform the task. Empowered professionals feel that their 

task and effort is important to them and they care about (Spreitzer and Quinn, 1997). Impact 

delineates individual capacity and belief to encourage the system (administrative, strategic and 

operational decisions) at where they are embedded in the organization (Spretizer, 1997). The 
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empowerment dimensions may support to feel the efficient way to empowering and enabling 

employees with their creative talent and potential towards organizational performance as well 

as quality of work-life balance (Chaturvedi, 2008). Self-determination refers to a competence 

or perceived opportunity of individual behaviour and individual sense or choice for regulating 

or initiating an action. It reflects autonomy in continuation and initiation concerning work 

process and behaviour (Spector and storm, 1987). Professional’s behaviour is a reaction to the 

situation (structural or not) where they find themselves, feel involved, empowered and 

committed on organizational benefits in terms of effectiveness and attitude (Kanter, 1993). The 

conceptual definitions of psychological empowerment has enumerated below. 

 

Table 2.4: Definitions of Psychological Empowerment  

Author and Year Psychological Empowerment 

Spreitzer (1995) PE reflects an individual's active orientation to his or her work 

role and consists of cognitions that are shaped by the work 

environment rather than a fixed personality attribute 

Conger and Kanungo 

(1988) 

Empowerment as a process to enhance feelings of self-efficacy 

among employees through the identification of conditions that 

foster powerlessness and through their removal by both formal 

organizational practices and informal techniques of providing 

efficacy information 

Menon (2001) PE represents a psychological state that can be measured. It is 

regarded as a continuous variable, meaning that people can be 

viewed as more or less either empowered rather than 

empowered or not empowered. 

Zimmerman (1990) Psychological empowerment  refers to the individual level 

analysis which integrates perception of personal control, a 

proactive approach to life and socio-political environment 

Lidden (2000) PPE as a means of increasing decision making at lower 

organizational levels while at the same time enriching the work 

lives of employees. 

Thomas and Velthouse 

(1990) 

“Presumed to be a proximal cause of intrinsic task motivation 

and satisfaction” is called PE. 

Source: Author’s own compilation 

 

2.3.5 Organizational Citizenship Behaviour (OCB) 

During work time, Professionals are expected to assure behaviour within organizational policy 

and regulation. Conversely, when sometimes they reveal certain behaviour which go beyond 

the working time, that behaviour is called organizational citizenship behaviour (OCB). OCB, 

which is extra role behaviour above and over a normal sequence of task beyond rules and 

legislation. The concept of OCB was primarily proposed by Organ, studied in the US in the 

year 1988. OCB denotes behaviour of the individual which is discretionary, explicitly or 
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directly acknowledged through the formal reward system, collectively stimulates effective 

functioning of the organization.  By discretionary, it means that the behaviour which is not an 

enforceable prerequisite of the task role or the job description (Smith et al., 1983). 

Organizational citizenship behaviour has five dimensions like Altruism, Conscientiousness, 

Courtesy, Sportsmanship, Civic virtue (Organ, 1988). 

Altruism: Altruism refers to directly and deliberately intended for helping particular 

individual, group or in co-worker. When one worker helping for other worker for the work 

perspectives in the organization and has significantly correlated with performance evaluation 

and positive affection (Podsakoff et al., 2000). 

Conscientiousness: It is a discretionary behaviour that drives beyond the requirement of 

minimum role for the organization, like obeying rules and a regulation, working for a long 

time, taking usual breaks, requires less supervision, punctuality, housekeeping, and highly 

responsible (MacKenzie et al., 1993). It is the archetype of going and working well beyond the 

working system and impression of being a senior citizen of the organization. 

Sportsmanship: It is well-defined as “a disposition and willingness to endure the inevitable 

impositions and inconveniences of work without complaining” (Organ, 1990). It states to 

individual’s wish not to criticize when experiencing the inevitable inconveniences and misuse 

produced in a exercising a professional activity.  

Civic virtue: It states that a positive involvement in the process of organization and its 

influence on professionals on frankly and freely articulating opinions, discussing 

organizational issues, attending meetings, and organizational communications for the well-

being of the organization. It is that type of behaviour which indicates with the willingness, 

active involvement, and participation towards organizational benefits (Podsakoff et al., 1990). 

Courtesy: Courtesy, indicates the polite and attendant behaviour concerning for their co-

worker. It entails extra role behaviour and intention is to reducing difficulties related to work. 

It provides a way for taking any action to avoid the difficulties occurs by respecting the need 

of others. The intrinsic features of courtesy are notified in advance, consultations, reminders, 

information sharing (Organ, 1988). 

 

2.3.6 Retention of the Professionals (RP) 

 

All over the world, retaining potential workforce is a high concern in almost every Industry. 

The business environment is becoming more competitive and they keep making skilled 

employees as their competitive edge while, managers are facing a high rate of attrition in the 

organization.  Employee retention is important for organizational growth as well as sustaining 
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the environment. Employee retention is a major issue in IT sector, which defines the overall 

strategy and ability of the organization to retain the high performer employees and maintain 

low turnover. An organization may adopt retention programmes to manage this problem 

(McEvoy and Cascio, 1985). Employee retention has argued that an “an obligation and 

accountability for the particular employee to continue their job in the same industries for a 

long time” (Zineldin, 2000). RP which describes the core concept of trust, commitment, 

readiness, recommendation and emancipating intentions including emotional-cognitive 

constructs and behavioural intentions of the executives (Stauss et al., 2001). Research specified 

that it is driven by the determinants like communications, fair pay and remunerations, 

flexibility at work place, strategy, work-life balance policies and career management scheme 

(Logan, 2000). Mak and Scockel (2001) identified that the organization can adopt career 

development policies orienting with the need and requirement of employees to manage the 

retention rates. In the views of them, retention can be manifested by three ways like burn-out, 

loyalty and turnover (Mak and Scockel, 2001). Organizations recruit the potential candidate 

from the market, but they are not capable of retaining these highly skilled employees for a 

longer period. Sometimes, the employees who put their hundred percent performance as well 

as expectations from the organization, they do not satisfy from the organization, they tend to 

leave the organization within a very short period of time (Anitha, 2014). Das and Baruah 

(2013), stated that a set of appropriate retention strategies need to be used in order to retain the 

skilled employees. Employees need to be treated as the differentiating assets, act as the non-

depreciating and profitable asset of the company. Skilled professionals are that asset who reaps 

every time for the benefits of organization. Employee retention is a major area of concern and 

adopting an appropriate retention strategy for sustaining organization in this competitive 

environment. Earlier researchers have linked employee turnover with the recruitment sources 

(Anitha, 2014), those are paying less attention towards the retention of the skilled employees. 

Employees run the organization, but at the same time the organizations forget to treat them 

well. Boswell et al., (2005), noted that the employee turnover occurs when the employee 

leaves the organization and that vacant position needs to be filled with the equal or similar 

capable candidate. Replacing the existing employees is costly and also has a destructive impact 

on the organization. Retention is a voluntary action by the organization so as to retain the 

employees for a longer period of time. Loss of employees has an adverse effect on the 

productivity and service of the organization. Retention of high performing employees is 

attracted and employed by the organizations (Budhwar and Katou, 2006). Strauss et al., (2001), 

investigated that a frequent change in the management system is required at some point of time 
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and management needs to frame the retention strategies so as to retain the essential employees 

(Sherman and Cohen, 2006). Functional turnover is helpful for the organization where the best 

performers stay with the organization. Formulating effective retention strategies is important to 

sustain in the market. The employees give a competitive edge to every organization. If 

employees are hesitating to put their 100 percent skill and potential towards organization 

performance, it must be a huge loss of innovation, delayed service, degenerated productivity 

for organizations. Some of the major reasons why employees are leaving the organization: 

hiring practices, managerial style, lack of recognition, compensation system, lack of job 

security, inadequate training and development, etc. The need of the present time is to give 

attention on both intrinsic and extrinsic factors to motivate an employee to stay with the 

organization for a longer period (Chafetz et al., 2009). This ultimately may help the managers 

to retain the professionals.  

 

2.4 Formulation of Hypotheses 

This study has identified a set of independent variables: Work Dimensions (flexible work 

pattern, work environment, career progression, teamwork and communication, financial and 

non-financial benefits and health and wellness benefits), Family Dimensions (partner support, 

elder responsibilities, child care, family and social supports and personal and family demands) 

and work-life balance; and dependent variables: work-life balance and retention of 

professionals. Here emphasis was given to measure the association between independent 

variables and work-life balance, relationship between work-life balance and employee 

retention where both employee commitment and psychological empowerment played the role 

of a mediator and the impact of organizational citizenship behaviour as a moderator in the 

relationship between WLB and EC, WLB and PE. In the following sections, the hypotheses are 

proposed based on the relationship between the study variables. 

  

2.4.1 Work Dimensions and Employee Commitment 

The work dimensions are the most substantial mechanisms connected with an occupation 

which has an unremitting interaction among the professionals. Work is an integral part of the 

personal lives and societies, playing a central role in economic aspects like work offer one’s 

livelihood and provide a determination to learn, strive, accomplish and develop to formulate 

one reality (Sharabi, 2017). These components can be cautiously attuned to produce a robust 

influence on the WLB of employees. The vital role of the work dimensions such as flexible 
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work pattern, work environment, teamwork and communication, career progression, financial 

and non-financial benefits, and health and wellness benefits (Carlson, 2005; Lee and Harrison, 

2000; Scarnati, 2001; Chang et al., 2007; Merriman, 2014; and Conrad, 1987) for improving 

the perceived level of WLB of professionals has been recognized in IT and ITES industry. The 

combine effect of above study variables may develop the level of employee satisfaction 

(Carlson, 2005) and commitment among software professionals. However, the growing 

concern of all work dimensions is associated with the research and combined effect of all these 

dimensions has not been revealed in earlier research. Therefore, based on the above discussion, 

it has been hypothesized that: 

H1: There is a significant relationship between wok dimensions and perceived level of work-

life balance.  

Flexible Work Pattern (FW) and Work-Life Balance 

Research has focused on examining the relationship between the use of FW and work-family 

conflict, based on the assumption that FW will reduce conflict, by helping the employees in 

managing better way the boundary between work and home life. A positive relationship would 

be expected, in which flexible work schedule will facilitate a better work-life balance for 

working parents (Bryon, 2005; Magnus and Viswesvaran, 2006). Overall, the research 

suggests that flexibility is effective in improving some aspects of WLB by reducing work-to-

family conflict (Shockley and Allen, 2007). These benefits are mostly due to time flexibility 

rather than other forms of flexibility, such as location flexibility, and are also largely confined 

to working women with high levels of family responsibility, rather than working women in 

general, or other categories of employees. Further, the studies have indicated that the level of 

benefit from FW depends critically on the extent to which flexibility increases (or decreases) 

the amount of control that employees experience as a result (Allen et al., 2000). Carlson (2005) 

noted that “flexible work arrangement programmes can only be successful when there is 

support from top managers, through champions of work-life programmes and the utilization of 

work-life initiatives by senior executives/managers. Galea et al., (2013) defined as flexibility at 

the workplace are basically arrangements among top management and professionals at which 

they decide to schedule flexibility and both the parties are attaining benefits for achieving 

better work-life balance, employees may perform better with lenient and flexible work pattern 

(Galea et al., 2013). Winkle and Clayton (2010) investigated four different types of flexible 

work arrangement such as, work from home, flexi time, part time hours, and job share. The 

result has shown in a very practical way that while, flexi time and part-time work have a 
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tendency to decrease work pressure, and work-life conflict, working from home is highly 

connected with both work-life conflict and work pressure (Glass and Estes, 1997). In Britain, 

White et al., (2003) investigated the influences of a number of measures that permit 

employee’s preference in starting and ending time of work. The study discovered that flexible 

working hours may increase well-being and better work-life balance among software 

professionals and in connection to this, a hypothesis can be derived as:  

H1a: Flexible work pattern has a positive relationship with work-life balance.  

 

Work Environment and Work-Life Balance 

Several studies specified a positive and healthy relationship between work environment and 

work-life balance (Sirgy et al., 2001; Nigade and Bhola, 2016). Work environment 

components are a key connotation, which is capable of affecting the attitude, behaviours, 

process and eventually deals with performance and well-being of professionals (Ashkanasy et 

al., 2014). Schmalenberg and Kramer (2008) established that the absence of safe and healthy 

work environment might lead to low perceived WLB among professionals. The unhealthy 

work environment may also act as a hindrance of performance with a heavy workload of 

software professionals and negatively influence WLB (Gurses et al., 2009).  Sirgy et al., 

(2008) suggested WLB programs such as flexibility at work place, decentralized organization 

system, teamwork, work-life balance policy and work culture connecting with ethical 

corporate culture may provide for enlightening the work environment. Furthermore, Hsu and 

Kernohan (2006) has suggested that measuring the positive and negative aspects of work 

environment might be helpful in designing strategies for developing the better WLB of 

software professionals. The successful WLB strategy has significant implications for the 

employees as well as organizations. It enhances productivity and creates for a better life 

(Sigroha ret al., 2011). Simmons and Swanberg (2009) investigated that job insecurity is one 

of the one important gloomy symptom, are connected with greater psychological demands, 

ineffective co-worker and supervisor support. A conducive work place and work climate will 

have a significant role and positive feeling of well-being and work- life balance (Chawla and 

Sondhi, 2011). The organizations would recognize the changing profile of the professionals, 

created safe and healthy work setting, and adopted the fundamental expectations about work 

and non-work ambitions and commitments, and their requirements, will improve the balance, 

and the role of multiple life (Saxena et al., 2009). The above argumentation provides sufficient 

evidences to suggest that: 



46 

 

H1b: Work environment has a positive and significant relationship with work-life balance. 

 

 

Teamwork and Communication and Work-Life Balance 

There has been a plethora of literature highlighting the role of teamwork and communication in 

software organizations. There are several studies conducted in teamwork and communication 

with employee development, competency building and work-life balance. (Kalisch et al., 2007; 

Brunault et al., 2013; and  Mills et al., 2008). Teamwork has generally produced synergy and 

having complementary skills by increasing strengths, potential and competency of 

professionals. Communication between software organizations may act as a generator for 

sharing information, mutual and collaborative decision-making, identification, encouragement 

and coordination of work efforts (Propp et al., 2010). It has been associated by researcher that 

teamwork with high levels of WLB (Wheelan et al., 2003; and Brunault et al., 2013) and job 

satisfaction (Gifford et al., 2001). Organizations can create cooperative and supportive teams 

through team building, cross-functional training and simulations, and role-playing (Kalisch et 

al., 2007). It is essential to modify the attitude of employees concerning teamwork and 

intensify the positive influence of teamwork interventions towards employee’s WLB and 

service delivery. The team-based approach in IT industries may congregate skills, knowledge 

relating to software and experience of professionals have various advantages, but the risk may 

create due to inadequate and ineffective communication among team members (Mills et al., 

2008). Additionally, software developer teams are designed and developed to shift from their 

comfort zone surrounding to an effective team development process (Bleakley, 2013). Team 

building and team cohesiveness may create by increasing client satisfaction, employee morale, 

productivity, quality concern, efficiency of time, and reducing stress among professionals 

(Glassop, 2002; and Kaissi et al., 2003). Organizations can create productive and supportive 

teams by providing multidisciplinary teams with specific training to team members like cross 

functional training, simulations and programme instruction (Kalisch, 2007; and Kilner and 

Sheppard, 2010). Several studies have established in communication as an objective trait that 

determine WLB (Lewis et al., 2001). A culture of communication on the basis of trust and 

openness may gratify the interpersonal desires of the inclusion and inclination (Madlock, 

2008), as well as enhanced job satisfaction (Khani et al., 2008). Yeo and Li (2011) 

recommended that communication with open dialogue and feedback as well as collective 

teamwork is a vital contributing factor of WLB. Furthermore, it has been identified by Rai 



47 

 

(2013), the mutual exchange of communication process may conquer by rational effect and 

reciprocity influence of WLB of software professionals. Effective teamwork and 

communication system in software organization may not be attained in one day, but entails a 

cultural change and organizational commitment concerning the goals (Deering et al., 2011). 

Henceforth, a hypothesis is developed on the basis of above argumentation as:  

 H1c: Emphasis on teamwork and communication will enhance the degree of work-life balance. 

Career Progression and Work-Life Balance  

The systems of an organization are more vibrant and dynamic that may develop through a 

progression of career which is more volatile, vulnerable and multidirectional (Baruch, 2006). 

Career Progression may define as the accumulation of the psychological outcomes and positive 

outcomes which may result from an individual’s work experience (Seibert et al., 2001). 

Several researchers have conducted so many analysis and studies among the relationship of 

career progression and work-life balance. The career has been perceived as a lifelong sequence 

that is accretion of the experience relating to the role and both personal and family life may 

encounter for over a lifetime (Arnold and Cohen, 2008; Hall, 2002). According to   

Permarupan et al., (2010) has explored the practices of career development and talent 

management which affects positively work-life balance. The study has investigated the 

effectiveness of among the factors of the relationship of employee quality work-life balance 

(EQWLB) in the light of career development. The result of the study exhibited career 

progression has positive and significant relationship EQWLB and contributing by developing 

EQWLB that may imply indicating career and talent development practices among the 

software professionals. Ng et al., (2010) suggested that the younger worker lays a higher 

position and demand for a better WLB. The expectation of the Y generation professionals for a 

life beyond work sometimes restricts their advancement prospects. The Indian IT industries are 

those having high career perspectives may priorities work over personal life and work-life. 

Career prospective of IT professionals improved the satisfaction among them, where they 

perceived to be suitable for domestic roles as well as the strategic role of a manager (Rogier 

and Padgett, 2004). Younger professionals are motivated and very much career oriented. The 

prospective of career advancement and life progression going on in a two parallel way of the 

tracks were specifically women professionals’ find conflicts over work-life (Sturges and Guest, 

2004). The software organizations those are providing career development programs and 

develop the new strategy will progress very smoothly and maintained a meaningful life 

(Slaughter et al., 2012). Yeo and Li (2011),investigated the importance work-life balance 
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and its impact on career progression from the perspectives of organization by contributing 

the significant relationship of work-life balance and career progression, that will develop 

the cognitive response of managers towards job characteristics, and adopted appropriate 

measures. Ezzedeen and Ritchey (2008), prioritized the strategies to formulate and develop 

the family relationships by advancing their career and to maintain career family balance. It has 

found that career advancement and career, family balance strategies might include personal 

support, value system, professional support and life course strategies and spousal support. The 

research analyzed how personal life balance affected career development choices of employees 

and work outcomes; hence HR managers should match the employees' traits with job 

characteristics. It can be proposed in the above discussion that: 

H1d: Career progression opportunities significantly influence the degree of work-life balance. 

Financial and Non-financial Benefits and Work-Life Balance 

The influence of organization on human capital is highly essential for achieving and sustaining 

the competitive advantage in the desired direction (Boxall and Purcell, 2003). The level of 

empowerment and involvement of human capital may intensify by financial and non-financial 

benefits. According to the views of Cooke and Jing (2009), HR initiatives adopted by the 

organization are likely to have comprehensive coverage with others. The financial supports 

like increment of salary and benefits, organizing social and cultural activities, providing paid 

holidays, extending company sponsored holidays will be helpful in retaining the employees. 

The non-financial benefits like career development, promotion based on performance and 

recognition as excellent employees from the particular organization may increase the level of 

self-esteem among employees (Cooke and Jing, 2009). The top management must ensure the 

professionals are availing financial and non-financial benefits as the drivers of better work-life 

balance. Employees who are satisfied with compensation strategy may result in higher job 

satisfaction, will increase willingness, self-confidence and higher self-esteem, to meet a new 

challenge (Pratheepkanth, 2011). Professionals may feel gratified by receiving recognition, 

praise and benefits from their respective organization with higher levels of commitment (Misra 

et al., 2013). Likewise, lack of recognition and benefits can generate an unfriendly work 

environment, reduce work efficiency, and negatively affect WLB and causing withdrawal from 

the jobs (Bustamam et al., 2014). Satisfactory salary and other fringe benefits are a part of the 

personal psychological contract which makes them feel obliged to go beyond the unequivocal 

necessity of the job role (Aggarwal and Bhargava, 2011). Organizations may provide 

appropriate training methods, performance and potential appraisals to evaluate the 
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professional’s performance and connection with these appraisals strongly with merit-based 

internal promotion systems and incentive compensation systems and alienate the interests with 

the organizational goals (Singh et al., 2013). The HR policies and procedure may not be 

motivated to the employees without satisfying financial and non-financial benefits system. In 

software organizations, the influence of such system can be applied to improve well-being, 

inspiration, and better WLB (Gupta and Shaw, 2014). Based on the above discussion, it is 

proposed as:  

H1e: Financial and non-financial benefits have significant impacts on work-life balance. 

Employee Health and Wellness Benefits, and Work-Life Balance 

There is a several research has increased substantially over past few decades on the connection 

with work-life conflict and the health of employees (Frone et al., 1997). Recent studies 

recommended that life span of the individual has exhausted with stress, illness and depression. 

For that purpose, demands of work life together experienced in physical, psychological and 

emotional health hazards such as headaches, migraine, frequent hypertension, sinus (Grzywacz 

and Bass, 2003). Sometimes the physical health issues are creating psychological and 

emotional imbalance that lasting and impacting may in longer (Jones et al., 2013). Further 

personal life is disturbed  in common health hazards like stress and burnout which affects 

difficulties in making relationships, forestalling of  social gatherings and informal networks 

(Beauregard and Henry, 2009, Chiang et al., 2010) and it affects negatively job satisfaction, 

loyalty, morale, develops high absenteeism, turnover and reduced productivity (Beauregard 

and Henry, 2009; Batt and Valcour, 2003). Lunau et al., (2014) discussed potential factors of 

health related to work that shown psychosocial working conditions like job strain and effort-

reward imbalance and reflects as a poor work-life balance. The study determined the 

interconnection among poor health and work-life balance in European studies and found that 

the professionals reporting poor work-life balance recounted more health problems. It provides 

an indication of the public health effect of poor WLB and that welfare state mechanism and 

time regulation may lead towards better work-life balance. Drone (2009) focused on the 

relationship of WFC and FWC on health outcomes with depression, exhaustion, poor physical 

health and burnout. Kossek and Ozeki (1998) found that both instructions of WFC have 

negative relationships with job-life satisfaction and health aspects. According to the view of 

Naithani (2016), health and recreation dimensions have been described by the relationship with 

WLB and effect of selected demographic factors. Individual perception, WLB needs to achieve 

higher balance in work and life segments, and health and recreation dimensions contributes on 
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better WLB , if it adopted the initiatives includes sports and affiliation center, health life style 

awareness programs, health screening,  positive dimension of  health and recreation, on-site 

nutrition counselling, outdoor recreational areas, employee assistance programs, community 

involvement/charity activities, stress and behavioural counselling (Naithani, 2010; and 

Thompson, 2002). Organizations may implement various WLB initiatives that may assist 

employees to better balance their work and family responsibilities, and gain improvements in 

well-being. There are a large variety of family friendly policies which includes a flexible work 

schedule, job sharing, part-time work, compressed work weeks, parental leave, telecommuting, 

on-site child care facility (Hartel and Trau, 2007). Therefore, the organization may deliver a 

range of benefits concerning of professional’s health and well-being, extended health insurance 

for dependents, to encourage fitness, and physical and mental health. The study has viewed as 

supporting employees’ health; well-being has a significant interrelationship with work-life 

balance. 

H1f: Employee health and wellness benefits have a meaningful relationship with work-life 

balance. 

 

2.4.2 Family Dimensions and Employee Commitment 

The family dimensions are the utmost imperative mechanisms connected with a family which 

has an unremitting interaction and relations among the family members. Family is a 

fundamental part of the personal lives and societies, playing a central role in social and 

emotional aspects by offering mental peace and happiness with a purpose to learn, struggle, 

achievement and progress to formulate one reality (Luk and Shaffer, 2005). The traditional job 

pattern has also been changed where we found economic instability, high expectation, job 

uncertainty, employee flexibility (Guest, 2002). The new orientation like increasing awareness, 

personal and career development, lifelong learning and necessity for balance between family 

and work-life has been influenced by them as a result; both men and women may experience a 

pressure and demands from the household, parenting, family and work domains (Leora et al., 

2010). The dynamic aspects of family dimensions such as partners support, elder 

responsibilities, child care, personal and family demands, family and social supports for 

enlightening the perceived level of WLB of professionals of IT and ITES Industry (Luk and 

Shaffer, 2005; and Guest, 2002). A hypothesis can be derived on the basis of the above 

argument:  

H2: Family dimensions have a significant relationship with perceived work-life balance. 
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Partners Support and Work-Life Balance 

The research examined social support, including partners and co-workers, leading to a path 

towards higher satisfaction on work-family balance. The study evidenced by explaining how 

partners' support affects the level of satisfaction with the same domain. The outcome of the 

study revealed partners' support has a positive and significant relationship with job satisfaction 

as well as job incumbents and work-family balance is playing a mediating role in between 

study variables with having the data set of 270 respondents (Fergueson et al., 2012). Partners 

support, including emotional concern, information sharing and family culture are envisioned to 

enhance the well-being of the participants (House, 1981), which is a positive mechanism for 

employees for achieving balance for accumulating important resources. Greenhaus and Beutell 

(1985) anticipated that social and partner support may be acting as an antecedent of role 

stressor and a moderator among distress and role stressor, where the implication of the study 

indicates that social support might be noticed as a strong antecedent of work-family integration 

and role stress (Michel et al., 2010). As compared to other resorts, partners support has a major 

role in relation to work-family balance and the achievement of expectations relating to the 

particular role that it exemplifies. As the result indicated by the study of Lee and Duxbury 

(2014), emotional supports and flexibility in roles has a specific significance among married 

couples. If the partners are having greater flexibilities each of them has adapted stress and 

marital adjustments very easily (Langis et al., 1991). Furthermore, dual earning couples are 

having a fundamental gender role where the mothers are likely to have instrumental support 

from their husbands and the fathers are likely to indicate emotional support from their wives. 

The following assumption is proposed on the basis of above argumentation. 

H2a:  Supports from partner will enhance the degree of work-life balance. 

Eldercare Responsibilities and Work-Life Balance 

Individual play multiple roles simultaneously in this society where the professionals   involve 

with more than two roles and other combination of these roles encompasses the demands of 

individuals’ effort and time (Thoits, 1983). The researcher has argued with each role may have 

influenced with psychological well-being, which may lead towards a greater number of roles. 

Lee et al., (2001) investigated the impact of balance of elder care and emotional health among 

retired and non-retired care givers. The outcome indicates that there is a very less interface 

between emotional health and elder care, but the female IT professionals faced depression than 

the male professionals. The top management may need to develop the interventions that may 

help those employees are involved with the responsibilities of care giver. Another researcher 
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Gorey et al., (1992) synthesized review of 17 independent studies revealing with the elder care 

responsibilities among the workforce population. The organization those are providing elder 

care commonly report regarding elder care responsibilities by supporting the family aspects of 

the professionals and it may lead towards partial or full absence from work, changing work 

schedule and time off from work (Brody et al., 1987). Partial absence might be a sensitive 

indicator when work is influenced by Eldercare responsibilities, by including long breaks, 

using extreme telephone or mobile and extended lunches, possibly may not recorded in an 

official use (Barling et al., 1994). According to the study of William (2005), working 

professionals are experiencing the challenging situation of time and effort, although both men 

and women professionals are expected to be care givers in the family, but women professionals 

are spending maximum time with family rather than men. The plethora of work-life balance 

has focussed on young workers with having children and the responsibilities of elder care have 

started a greater attention of the research (Pyper, 2006; and Habtu and Popovic, 2006). Lande 

and Herbert (2009) found that, work-life conflicts negatively associated with productivity and 

health, whereas work-life balance has played a major role with the satisfaction of professionals 

having responsibilities of elder and child care. The study suggested both organization and 

government may intervene the system of the work-family policy and manuals relating to 

flexible work arrangement, compressed work weeks and work-life balance, manual that may 

develop the work-family satisfaction among the professionals and will ameliorate better elder 

and child care responsibilities. The work-life balance support may initiate a conducive work 

environment by recognizing and facilitating a need of a partner or spouse, family members and 

children in work, family relationship and other local community resources may expedite to 

fulfil family needs and dependent care of the professional. In the literature of work-family 

policies like elder care assistance, on-site day care or with day care costs, paid and unpaid 

parental leave, information on community day care, paternity or maternity leave with 

reemployment, and flexible work arrangements (Perry-Smith et al., 2000), this facility may 

increase the level of retention among managerial personnel which may be a one of the 

important practices for work-life balance. Based on the above argumentation, it has been 

proposed that: 

H2b: Eldercare initiatives from the organization will enhance the degree of work-life balance. 

Childcare Responsibilities and Work-Life Balance 

The recent literature based on psychology and sociology has widely discussed on child, is a 

most joyful event among every individual life. A child is anticipated to carry happiness among 
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the couple’s day to day daily life, whereas it is very much painful to fulfil a child’s need in a 

small span of time that may break the parental dream in the case of dual earner couple (Luppi 

and Arpino, 2016). As the evidence of research reflected, the subjective wellbeing of the 

parents strongly decreases after child birth, negatively reflected on the perceived level of work-

life balance as well as organization. The mothers are highly involved in taking care of the child 

and family role as compared to fathers (Tausig and Fenwick, 2001) for that external child care 

facility and flexible working hour is a prerequisite for them (Hill and Parizkova, 2005). 

Strategies need to adopt for recovering childcare and job-related tasks are particularly 

significant for mothers that is usually the responsibility of a mother for nurturing and caring 

the child. The plethora of work-life balance has focused on young workers with having 

children responsibilities, has started a greater attention of the research (Pyper, 2006; and Habtu 

and Popovic, 2006). The facilities of child care practices support towards working mothers, 

fertility and work attachment (Esping, 2009; Esping and Billari 2012; Matysiak and Vignoli, 

2008; Baxter, 2004). The literature is emphasizing that the facilities of childcare are positively 

associated with emotional and cognitive development of children along with parents. However, 

it has argued that combinations of both paid and unpaid childcare will develop a level of 

satisfaction among working mother with the work-family balance (Brady et al., 2019). The 

study of Goff et al.,(1990) found that, work-life conflicts negatively associated with 

productivity and health, whereas work-life balance has played a major role with the 

satisfaction of professionals having responsibilities of elder and child care (Grzywacz and 

Carlson, 2007). Both elder care and child care has been notorious among the year 1992 and 

1998 (Bond et al., 1998). It has well-known that on-site child care has positive and significant 

attitude concerning on managing family and work responsibilities (Kossek and Nichol, 1992) 

and child care policies are also positively related to organizational commitment and loyalty 

(Roehling et al., 2001). Top management must be adopted some work-life balance policy 

relating to paid and unpaid leave for dual earner professionals, supportive work environment 

for working mothers and flexible work pattern that will improve the level work-life balance 

among professionals  and cognitive e development of the child (Luppi and Arpino, 2016). In 

the context of the above discussion, the following assumption is proposed: 

H2c: Child care initiatives of the organization will influence the degree of work-life balance 

significantly. 

Family and Social Support, and Work-Life Balance 

Family Support requisites financial and economic needs, and also the livelihood of family 



54 

 

members. It has examined by Fu and  Shaffer (2001) that effect of work and family specific 

determinants on multiple practices of FIW (family interference with work) and WIF (work 

interference with family conflict) which evidenced on time expended in household work and 

other parental demands were an imperative contributing factor of FIW conflict and role 

overload effected on WIF conflicts. Supervisor, domestic and spousal support may have played 

a moderating influence on work-life balance. It has been viewed by Krishna et al., (2010) 

WLB among married professionals influenced by family to work conflicts and work to family 

conflict. It has been found that the hours spent per week, load of overtime, fixed work 

schedule, autocratic supervisor and a hostile work culture may intensify the conflict of their 

family role. Family support has negatively related to above determinants and anticipating a 

cordial relationship between supervisor and subordinate. Russo et al., (2015) evidenced that 

the ways through which multiple support such as family, social support and workplace culture 

may help professionals to practice WLB and it may increase positive energy at work and 

psychological aspect of professionals. It has found the result that work and family supports are 

important for the persuading professionals to achieve balance in the spheres of work and life. 

Marcinkus et al., (2007) indicated that the women generally received more personal social 

support (PSS) than work‐based social support (WSS) from all sources of support. WSS is 

positively connected with employee commitment, job satisfaction and career 

accomplishment and also PSS have positively interrelated with the level of commitment 

and job satisfaction and has proved partial mediating relationship of work‐family balance 

among work outcomes and social support. Tugsal (2017) attempted to investigate the 

relationship among WLB, SS and burnout and found that the dimensions of WLB and SS are 

having strongly related to determinants of burnout in IT Industry. Gifford et al., (2002) found 

that conducive climate; high interactions and support in the workplace can lighten depression 

and stress, and lead to perceived level of work-life balance. Furthermore, social support from 

supervisor and spouse acts as a healthy, nourishing support and has positive effects on 

developing work-life (Md-Sidin et al., 2010). Malik et al., (2010) confirmed their study by 

giving evidence of social support has a positive relationship with work-life balance and job 

satisfaction. Social support has a significant relationship with employee performance, job 

satisfaction along with WLB; however employee performance has a moderate relationship 

with job satisfaction and has a very weak relationship with work family balance (Ferguson et 

al., 2012). Thus, it is an emerging aspect of software organizations to create and maintain a 

supportive work culture among satisfied workforce. On the basis of above argumentation a 

proposition can be extended as:  
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H2d: Support of the family members will improve the degree of work-life balance.  

 

 

Personal Family Demands and Work-Life Balance 

Family is simply called as a group of people those are connected with each other by 

consanguinity, or by affinity, or by co-residence with the family members, is a major area of 

research in the field of organizational psychology and sociology. Balancing family demand is a 

major challenge is faced by professionals in the organization. Boyar et al., (2008) 

conceptualized that family demand negatively interconnected with family role ambiguity and 

family role conflicts and positively correlated with FIW (family interferes with work). This 

study variable has used in a negative consequence among other work and family dimensions as 

discussed in this study. Family demands increases the putting pressure on the individual to 

attend to family-related activities may suffer, causing perceived FIW. Voydanoff (2004) 

prioritized that when one role may be family or work role is satisfactory to meet the demand of 

one role and other role has affected by the first role. He has discussed this domain among two 

variables: work demands-family resource fit and family demands-work resource fits. When 

work demands are sufficient to the demand of family role, may be a positive sign for 

professionals. Frone et al., (1992) evidenced that family demands and WFC are significantly 

related among family and work role. There is very limited research on the prominence of 

family demands has a significant role of WLB, and working conditions and domestic 

responsibilities of employees is determined by household size, and living with elderly 

relatives and having a child, and also with the degree of participation and involvement in 

family-related work (Rothards and Edwards, 2003). So many studies have discussed that 

family demands are connected with health problems associated with the family members. 

Artazcoz et al., (2003) discussed that family demands are connected with health behaviours 

and self-perceived health status of female professionals. Cho and Kim (2018) emphasized 

on “child care demands, concerning and educating your children, homemaking demands, 

cooking and housework; and elder care demands, caring for elderly/disabled relatives” need 

to be fulfilled by working parents, by fulfilling this, it can give an intrinsic satisfaction to 

the professionals that may enhance perceived degree of WLB. A proposition can be 

assumed on the basis of the above discussion:  

 

H2f : Attention on personal and family demand may enhance work-life balance of the 

professionals.  
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2.4.3 Work Dimensions and Employee Commitment 

The consequent association of work dimensions variables has been analyzed in the context of 

employee commitment. The feeling and emotional attachment of professionals towards 

organization has defined through workplace flexibility, career and occupational commitment, 

and professional development (Mello et al., 2002). Workplace flexibility which upsurge the 

working conditions may prioritize for strengthening working life and family life relationship 

and driving employment commitment with a significant indicator of loyalty, high morale and 

global talent pool (Richman et al., 2008). Career commitment refers to the identification and 

involvement with specific occupations. Ample of literature denotes with related concepts 

which is connected with EC directly like occupational commitment (Mello et al., 2002), career 

salience (Adler and Corson, 2003), professional commitment (Herscovitch et al., 2002). 

Numerous research has explored the work dimensions has a positive relationship with 

employee commitment like workplace flexibility, work environment, career development, 

health and wellness benefits, financial and non-financial benefits have a direct and indirect 

relationship with employee commitment (Chuan, 2005; Lee and Harrison, 2000; Scarnati, 

2001; Chang et al., 2007; Fisher and Merriman, 2014; and Conrad, 1987). However, the 

growing concern of all work dimensions associated with the research and combined effect of 

work dimensions has not been revealed in earlier research. Hence, based on the above 

discussion a proposition can be made as:  

H3: Organizational emphasis on specific work dimensions has a significant influence on 

employee commitment. 

 

2.4.4 Family Dimensions and Employee Commitment 

The dynamic aspects of family dimensions such as partners support, elder responsibilities, 

child care, personal and family demands, family and social supports are associated with 

employee commitment for enlightening the perceived level of WLB of professionals of IT and 

ITES Industry. The unique relations associated with the study variables of family dimensions 

and are reflected in the consequent review of employee commitment. There is very limited 

literature found in above study variables. Family friendly programs connecting with child care, 

elder care, flexi time programs found a significant interface with employee commitment 

(Wang and Walumbwa, 2007). The perceived family supportive work culture in an 
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organization will develop the degree of employee satisfaction among professionals as it has 

found important linkage with retention along with affective commitment (Ahmed and Omar, 

2010; and Rothards and Edwards, 2003). A hypothesis formulated on the basis of the above 

discussion: 

H4: Organizational emphasis on specific family dimensions has a significant role on employee 

commitment. 

 

2.4.5 Work-Life Balance and Retention Professionals 

WLB programs may have the probability ominously increase employee morale, reduced 

absenteeism and retain a work force (Kanwar et al., 2009). WLB may develop the level of 

motivation; satisfaction and retention of a talented workforce have been made on the basis of 

unreliable and observed evidence (Pocock, 2005). Cegarra et al., (2012) examined employee 

satisfaction relating to job is a significant driver for work-life balance and employee retention. 

The research has explored the connection of work-life balance with job satisfaction, and job 

satisfaction might be a good predictor of retention of employees. The outcome of the study 

suggested that WLB has a major role in augmenting organizational success with increasing 

perceived level of retention of professionals and job satisfaction. Software organizations are 

distinguished as a key role in identifying concerns for work-life balance among other 

organizations. Shockley et al., (2017), explained the concern for work-life balance will 

increase the employee well-being as well as for retaining and attracting high talent. The role of 

formal and informal work‐family support policies, work-life culture may define the outcome of 

employee retention. Deery (2008) evidenced the literature revealing employee retention 

strategies and role of issues of work-life balance that implied to be staying or leaving in the 

particular organization. The key findings of the study suggested as job attitudes and personal 

attributes like job satisfaction and employee commitment may affect both positively and 

negatively on perceived work-life balance in employee turnover intention. The study has 

suggested the strategies like the involvement of legislation, least working hours, company 

work- family friendly policies, effective role models, flexible working arrangements, sound 

recruitment, and training opportunities to improve the level retention of professionals (Al-

Emadi et al., 2015). The study has determined as work-life balance and managerial support 

may reveal professional intentions to stay or leave in this particular organization. The practical 

and managerial implication indicated that lack of management support and degree of work-life 

balance may affect negatively intention to leave in this organization. Effective work-life 

balance policy, culture and system with supportive top management could be strong predictors 
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of attracting and retaining the talents. Bajapai et al., (2014) revealed on an integrated model of 

retaining IT professionals in the organization. The study highlighted as a key weapon in the 

way of work-life balance retention (WLBR) model to attract and retain IT professionals by 

encouraging work-life balance in the organization. WLBR Model exposed as WLB is both for 

employees and its organization mostly in present vibrant organizational scenarios. It may 

support the organization by improving efficiency, productivity, competitiveness and morale. 

Accordingly, employees benefit from WLB initiatives through increased empowerment, work 

motivation, satisfaction enhancement, commitment and finally retention of professionals in the 

organization. 

H5:  Work-life balance has a positive and significant impact on retention of professionals. 

 

2.4.6 Employee Commitment, Retention of Professionals, and Work-life Balance 

In this highly competitive scenario, organizations are occupied with conflicting situation in 

case of commitment and responsibilities where WLB has a major concern, which enlarges 

personal life, and work responsibilities by aging the work force (Lockwood, 2003). The 

professionals those are availing work-life programmes and polices strongly believe towards 

stick to the particular organizations (Landaur, 1997). Both WLB and EC are imperious 

because, they are presenting a vital character in developing organizational performance and 

well-being of the family. The research highlights the constructive association between work-

life balance and employee commitment (Sakthivel, 2010). Work-life balance guidelines and 

policies can reduce the stress as well as organization dynamically strives for improving 

organizational commitment and job satisfaction (Noor, 2011). Early reviewers are assessing 

the impact of flextime and compressed work arrangements on employee attitudes have a 

significant connection with employee retention. Canadian studies cited in Gottlieb et al., 

(1998) found that telecommuters report to high involvement and commitment to the 

organization, other lower level employees, intends to seek a new and novel job and the results 

varied that working arrangements have been a first priority of employees, which affects 

employee commitment. Tayfun and Catir (2014) examined a significant relationship between 

employee commitment and work-life balance. The findings suggested that the organizations 

should have impeccable work-life balance practices to assist and encourage the level of 

commitment. A professionals, is having a balanced work-life may have better working 

conditions in the organization and highly committed towards their organization. So it is 

evidenced that WLB is highly dependent on EC. It has been concluded in the research that a 

positive association among WLB and EC by having supportive staff. They have proven with 
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empirical evidence that strong work-life balance culture will increase the degree of high 

commitment. Organization those compress workweek, flexible work arrangements, work from 

home and other WLB practices could be a good experience and high commitment in 

organizing. An organization may enhance work-life balance practices will produce more 

advantage of highly committed employee and will achieve the objective of the organization 

(Gulbahar et al., 2014). Sakthivel and Krishnan (2010) viewed that both the dimension WLB 

and EC are significantly connected with each other. As WLB plays a key role in the 

performance as well as in personal life. From the organizational point of view, professionals 

are having a high degree of perceived level of WLB will improve job satisfaction, 

involvement, commitment and empowerment level of employees. Consequently, organizations 

must take the initiative to create more balanced personal and professional life that will increase 

employee morale, commitment, and values, satisfaction through comprehensive WLB 

practices that will expend their competence to become the employer of choice and will help to 

retain talent. A study found a significant relationship of work-life policies and employee 

commitment with three component models (Meyer and Allen, 1991; Norton, 2008). The 

outcome of the study defines there is no positive relationship occurs among normative or 

continuance commitment along with perceived work-life balance. Conversely, it has found the 

strongest correlation of work-life balance perceptions with identification of goals of the 

organization. For Y generation professionals those are promoting work-life balance and 

employee commitment have a constructive influence on productivity, loyalty and employee 

retention (Geisler et al., 2019). This reflects on that generation Y employees do not consider 

work-life balance as the only determinant that will make them stay in the company (Hill et al., 

2011). Sturges and Guest (2004) have discovered the relationships among WLB and EC will 

be augmented if the career progression of Y professionals are identified properly, which will 

help them to retain the potential workforce. In the context of the above argumentation, the 

following assumptions are proposed: 

H6: Work-life balance has a significant relationship with employee commitment. 

H7: Employee commitment has a positive impact on employee retention. 

 

2.4.7 Psychological Empowerment, Retention of Professionals, and Work-Life Balance 

The competitive business world is facing an incredible pressure to increase their performance 

and success of the organization. Psychological empowerment improves the sense of personal 

control and stimulates professionals to engage in work, which in return gives both positive 
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organizational and managerial outcomes (Quinn and Spreitzer, 1997). Work-life balance has 

become a sensitive area of major concern of the quality of working life and its relations to 

employee retention. Professionals are facing the interfering experience among personal and 

working life; are affecting psychological well-being and physical health (Vallone and Ensher, 

1998). The well-being of professionals is related with high attention of communities and 

organizations. Subsequent research demands both WLB and PE have significant and positive 

interconnection with high influence on work-family related variables and physical health 

(Bond, 2004; Loretto et al., 2005). As WLB defined as the satisfactory level of involvement 

among multiple roles played by individual’s life (Clarke et al., 2004). Employees are 

experiencing both balancing and unbalancing situations among work and personal lives where 

imbalance reproduces stress, burnout and emotional health, but balanced life may reduce 

psychological well-being and physical health of employees (Boles et al., 1997; Donofrio et al., 

2001). Perceived  work-life balancewith socialroles and community life generallyleads tolife 

satisfaction. It has found the overall quality of life and well being may predict with having a 

satisfactory level of  balance (Fisher, 2002; Greenhaus et al., 2003). In another way, failure to attain a 

balancing role among well-being and life satisfaction (Allen et al., 2000) will reduce the quality of 

work-life (Grant Vallone and Donaldson, 2001; Noor, 2004). The research defines psychological 

empowerment tend to have psychological attitude, attitude towards their work and perception 

of the role in the organization, defines the capability of professionals. Indirectly it has outlined 

work-life balance and psychological empowerment has a significant relation among each other, 

which defines capability, life satisfaction among each other. Well-being is a broadly defined as 

the overall quality of an employee’s experience and functioning at work, including physical and  

psychological dimensions (Warr, 1987). Akdag (2012) empirically evidenced that the well-

being of professionals has the interest of communities and organizations accounted for 

satisfaction with work and family role (Campbell et al., 1976). Perception of empowerment is a 

vital aspect, which affects positive physical and mental well-being, perceived work-family 

balance of employees in an organization. It has found that psychological empowerment has a 

strong and significant relationship with work-life balance, physical and mental health, and 

well-being of human being. Psychological empowerment, which is a personal belief to 

improve knowledge, skills and ability and act accordingly. It develops the confidence and 

makes efforts among professionals in organizational activities and encourage partnership in 

accordance with obligations (Sibert et al., 2011), those are having direct connection with work-

life balance. Lin and Tseng (2013) proved that psychological empowerment has a stronger 

effect than work-life balance, job satisfaction. Work-life balance is broadly studied in the 
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literature with relation to psychological empowerment and so many research scholars studied 

the relationship of these two dimensions in different angles and provided several frameworks 

for a contingency model (Houghton and Yoho, 2005; Wilson et al., 2011). The following 

assumptions are proposed in the context of the above discussion: 

H8: Work-life balance has a significant relationship with psychological empowerment. 

H9: Psychological empowerment has a positive and significant association with retention of 

professionals. 

2.4.8 Mediating Role of Employee Commitment 

It is evident from the contemporary literature as discussed above that there are associations 

between any two of the study variables (work-life balance, employee commitment, retention of 

professionals). A professional, is having a balanced work-life may have better working 

conditions in the organization and highly committed towards their organization. So it is 

evidenced that WLB is highly dependent on EC. It has been concluded in the research that a 

positive association among WLB and EC (Tayfun and Catir, 2014). There are several studies 

exploring EC as a mediating effect among other than study variables like employee 

performance, trust, organizational politics, leadership behaviour, job satisfaction, job 

involvements, work motivation, leadership style, organizational learning and organizational 

culture (Farooq et al., 2014; Syauta et al., 2012; Iverson and Roy, 1999; Saridakis et al., 

2013; Yousef, 2000; and Poon, 2012). WLB programs may be a significant indicator for 

increasing employee morale, reduced absenteeism and retaining work force (Kanwar et al., 

2009). WLB may develop the level of motivation; satisfaction and retention of a talented 

workforce have been made on the basis of unreliable and observed evidence (Pocock, 2005). 

Cegarra et al., (2012) examined employee satisfaction relating to job is a significant driver for 

work-life balance and employee retention. The research has explored the connection of work-

life balance with job satisfaction and job satisfaction might be a good predictor of retention of 

employees. But literature is silent on highlighting that the role of EC as a mediator among the 

relationship of work-life balance and retention of professionals. So the research attempts to 

cover the gap by testing the underlying action mechanism between these relationships. Hence, 

a proposition can be extended as: 

H10: Employee commitment will act as a mediator between the relationship of work-life 

balance and retention of professionals. 
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2.4.9 Mediating Role of Psychological Empowerment 

Psychological empowerment is the oil that lubricates that exercise of learning. The concept of 

PE has been used here both in the context of social and psychological aspects. Psychological 

empowerment defined as a mean for increasing the ability of decision making from lower level 

to a higher level in a greater flexibility and freedom to enrich the work lives (Wayene and 

Sparrowe, 2000). Empowerment is diligently connected to the individual’s perceptions about 

themselves with respect to their work environments (Kuo et al., 2009). Jones et al., (2012) 

stated that, “The environment surrounding individuals is important for increasing employee 

empowerment because empowerment is not a consistent or enduring personality trait, but 

rather a set of cognitions shaped by work environments”. In the study of Wayene and 

Sparrowe (2000), has found a positive and mediating role of psychological empowerment 

between job characteristics, leader-member exchange (LMX) and team member exchange 

(TMX) where their results indicated the meaning and competence dimensions of 

empowerment mediated the relation between job characteristics and work satisfaction. The 

meaning dimension also mediated the relation between job characteristics and organizational 

commitment. But unfortunately empowerment did not mediate relations between LMX, TMX, 

and the outcome variables. The concept of PE has examined with several studies, like PE and 

job satisfaction, PE and Job control, PE and work incivility (Galletta et al., 1995), PE and 

retention (Bergquist, 2018). Thus, the derived hypothesis is given below:  

H11: Psychological empowerment will act as a mediator between the relationship of work-life 

balance and retention of professionals. 

 

2.4.10 Interrelationship among WLB, EC, PE, and OCB. 

At the time of economic recession, the employee’s performance is more imperative rather 

than organizational and managerial performance. Beyond task and role performance, it 

defines the satisfying of the common responsibilities connected with a particular task or 

role, which fabricates organizational citizenship behaviour (OCB) and contributes to the 

enhancement of  psychological and social context that supports task performance (Organ, 

1997). Existing research have discovered that OCB (organizational citizenship behaviour) is 

vital for today’s organizational success (Podsakoff et al., 2000) though it is intrinsically 

endeavours for employees to extend their discretionary behaviours beyond anticipated normal 

duties. The expected behaviour of professional is sometimes silently controverting the notion 
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of WLB. Pradhan et al., (2016), revealed in their study that WLB can have a positive influence 

with OCB in an organization work setting. They argued that WLB may result with positive 

emotions that may possibly encourage committed actions, including discretionary 

behaviour/citizenship orientation. Bolino et al., (2010), viewed that OCB is satisfied and 

rewarded will be an effective organizational culture as well as a spontaneous expectation of 

employees from organization by keeping in the aspect of WLB. They found that citizenship 

pressure as smooth organizational practices negatively affects employee stress, which 

contributed work-life imbalance. According to the opinion of Greenhaus and Beutell (1985), 

OCB has a significant and vital aspect of including the other dimensions like job satisfaction, 

absenteeism, commitment, performance, and turnover. It has evidenced OCB develops an 

employee’s attitude, commitment and social life of employees that will increase levels of 

psychological empowerment of professionals. Blau (1964) suggested on the basis of social 

exchange theory, employees must be treated as well manner, supportive co-worker, it may 

develop equal influence of one employee to another employee being engaged in organizational 

citizenship behaviour-individual (OCBI). It is assumed that the contributing responsibilities 

may build a perceived work-life balance for professionals with connecting work, family and 

job-sharing may play a significant role in improving time balance between work and personal 

life. This type of discretionary effort and behaviour, co-workers may extend emotional support 

to one another and that may address the WLB issues (Pradhan et al., 2016). Oladele et al., 

(2016) identified that organization citizenship behaviour can be developed through various 

stages and may be generated positive psychological contract followed by satisfaction, 

commitment and loyalty of the professionals which in turn revealed through work-life balance. 

Casper and Harris (2008) examined positive benefits of work-life balance and work-life 

policies are developing both social and moral importance of professionals such as 

telecommuting, job sharing, schedule flexibility, reduced turnover intention and might increase 

discretionary behaviour, is called organizational citizenship behaviour.  

 

2.4.11 The Moderating Effect of OCB  

Several studies on organizational citizenship behaviours (OCB), work-life balance (WLB), 

psychological empowerment (PE), and employee commitment (EC) have progressed 

considerably in the area of academics as well as industries in recent years. Organ (1988) well-

defined OCB as an individual behaviour that is discretionary, not directly or explicitly 

recognized by the formal and structure reward system, and that taken together promotes the 

effective functioning of the organization. In a recent study, Teeper and Taylor (2003), 
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endeavoured to examine the moderating effect of OCB on counter productive relationship of 

the supervisor and procedural justice and the hypothesis has been found supportive with the 

study variables. Jain et al. (2013), explored the study of the influence of organizational stress 

on OCB and have a moderating between organizational stressors and OCB and found a 

significant negative relationship between OS and OCB and a significant positive 

relationship between POS and OCB, and confirms that POS has a moderating role with the 

connection between OS and OCB. Another study has investigated the influence of OCB as 

a moderating effect of employee commitment, personality and job satisfaction with 

organizational performance. OCB has a positive and significant effect with employee 

commitment, personality, and job satisfaction and revealed a higher value of OCB affects 

the increasing effect of other study variables (Hakim and Fernandes, 2017). Haider and 

Fernandez (2017) have examined that significant moderating effect found among the 

study variables senior management support in between OCB and implementing evidence 

based practice and empirically found links between OCB and EBP implementation. 

Conversely, few researchers have explored the relationship of work-life balance and retention 

of professionals, work-life balance and psychological empowerment with organizational 

citizenship behaviour, but we did not find any studies or literature on the moderating 

relationship of OCB among work-life balance and employee commitment, work-life balance 

and psychological empowerment. The contemporary research attempts to cover this gap by 

exploring the moderating role of organizational citizenship behaviour among these variables in 

the context of the software industry. The following assumptions are proposed in the above 

discussion: 

 

H12:  Organizational citizenship behaviour will moderate the positive relationship between 

wok- life balance and psychological empowerment, where the relationship will be 

better when OCB is stronger. 

H13:  Organizational citizenship behaviour will moderate the positive relationship between 

work-life balance and the level of employee commitment, where the relationship will be 

better when OCB is stronger. 

 

2. 5 Research Gap Analysis 

As there is a plethora of literature, both from national and international context of work-life 

balance, still there are some hidden and unexplored areas to overcome with suitable 
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approaches relating to work dimensions and family dimensions of work-life balance. Hence, 

the inclusive outline of research gap is characterized below. 

❖ As the review of literature on work-life balance is superfluous in nature, still the earlier 

research works were not convincing the effects of work dimensions on work-life 

balance in software industry and its implication towards improving and maintaining the 

level of retention of professionals. Various studies in Indian context have concentrated 

on individual variables of work dimensions like flexible work patterns, work 

environment, teamwork and communication, career progression, financial and non-

financial benefits, and health and wellness benefits towards work-life balance, but here 

an attempt has been made to determine the combined effect of all these variables on 

work-life balance, which is a more challenging and interesting area to explore further 

possible relationships. 

❖ The research is silent about positive and significant impact of family dimensions of 

work-life balance. The study has identified five positive indicators relating to this 

dimension having a higher influencing capability to maintain the balance in between 

personal and professional life, such as partners support, eldercare responsibilities, 

childcare responsibilities, personal and family demands, family and social supports for 

enlightening the perceived level of WLB of professionals of IT and ITES industry in 

India. 

❖ The research on work-life balance has emphasized mainly on Western and Eastern side 

(east side) of countries like USA, UK, Europe, Mexico, Brazil, Russia and China, 

where the study has focussed more on women professionals, but in the present context 

male professionals are also facing the problems relating to work-life balance. 

Furthermore, the study has focussed on both lower level and middle level professionals 

in India based IT industries. 

❖ In prior studies, there are very few research undertaken in the area of career growth and 

work-life balance and explored on the aspects relates to the parameters of opportunities 

of exploring software skills, career counselling, training imparted. Conversely, 

feedback, financial support, educational program and skill assessment also play an 

important role in augmenting the degree of WLB. Likewise, regular assessment of 

abilities and developing and updating on new software skills may help them to examine 

their strength and weaknesses as well as guide them to be skillful in their particular 

field. 
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❖ Communication plays a major role in enhancing the level of work-life balance where 

the earlier research could not meet any direct relationship of aforesaid constructs with 

work-life balance. Interpersonal relationship with peers, supervisor and manager and 

the effective participative communication between them will increase the strength of 

the relationship as well as maintain the balance between personal and professional life. 

❖ Most of the researchers have investigated compensation and benefits as two distinct 

variables. The study has integrated the attributes of financial and non-financial benefits 

in a single factor. Earlier studies focussed on salary rates, benefits, periodic raise, 

promotions and transfers, current position, performance incentives are influencing the 

degree of work-life balance. The present work includes other parameters of non-

financial benefits like, appreciation, recognition, participation, empowerment and other 

fringe benefits are included in the study. Other parameters like salary determination, 

overtime and basis for promotion are also explored under this variable. The fair 

payments received by the employees towards night shifts and overtime can compensate 

their efforts and encourage voluntary support towards the same. Non-financial benefits 

among professionals will help to maintain a balanced life. Further, the professionals 

must be aware of the measures to perceive fairness treatment and to be satisfied with 

their work-life as well as family life. 

❖ The effect of health and wellness benefits towards maintaining the perceived level of 

work-life balance is still unexplored. The physical, psychological and emotional 

aspects of health problems may be created from job pressure and of long working 

hours. Organizations may implement various WLB initiatives that may assist 

employees to better balance their work and family responsibilities, reduce the health 

related problems and gain improvements in well-being. These attributes must provide 

information positively regarding the health measures in the organization. 

❖ The role of employee commitment (EC) as a mediator among the association of work-

life balance and retention of professionals has not been explored in the previous 

studies. Therefore, this research has supplemented an interesting framework by 

exploring the mediating mechanisms of EC among these variables in the context of 

Indian IT-ITES Industry. 

❖ Furthermore, the study has also explored mediating role of psychological 

empowerment in the relationship between work-life balance and retention of 

professionals. Thus, this research will contribute a comprehensive approach by 



67 

 

exploring the mediating mechanisms of PE among these variables in the context of 

software professionals in Indian IT-ITES Industry. 

❖ The role of OCB as a moderator among the association of work-life balance and 

employee commitment, work-life balance and psychological empowerment has not 

been explored in the works of earlier researchers. Therefore, the study contributes to 

theory by exploring the moderating mechanisms of OCB among these variables in the 

context of software environment with respect to the Indian context.  
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Note:  H10: EC acts as a mediator in between work-life balance and retention of professionals. 

         H1 1: PE acts as a mediator in between work-life balance and retention of professionals. 

 

Figure 2.1: Hypothesized Research Model 
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Table 2.5: Attributes of the Study Variables 

 

Work Dimensions 

Flexible Work Pattern 

 
• Flexible arrangement of time schedule 

• Adjustment of the time schedule 

• Compressed work week 

• Autonomy to take leave for personal  needs 

• Flexibility for choosing office timing 

Work Environment • Supportive work arrangements 

• Clean and cohesive work climate 

• Free and open communication 

• Availability of adequate resource 

• Free from verbal abuse and violence 

Teamwork and Communication • Complimentary skills among teammates 

• Support from members 

• Interpersonal Approach 

• Positive feedbacks 

• Timely relay of information 

• Standardized approach of sharing information 

• Open  and clear communication 

Career Progressions • Career  advancement and counselling 

• Continuing education and provision  to take study leave 

• Sponsorship for higher studies 

• Regular  assessment of skill and abilities 

• Transparency in management of careers of employees 

• Satisfied in career goal 

Health and Wellness Benefits • Healthy Workplace 

• Organizational initiatives towards healthy life 

• Cleaning and healthy work setting 

• Organization offers wellness programs 

• Free from occupational distress and disease 

• Availing  conveyance facilities 

 

Financial and non-financial 

benefits 

• Prevailing Salary  and Benefits 

• Salary determination of pay with periodic increment 

• Allowances for Overtime and night shift  

• Promotion and transfers 

• Performance incentives 

• Appreciation and compliments 

• Employee involvements and recognition 

• Value and empowerment 

• Constructive criticism 

Family Dimensions 

Partners Support • Motivating to  fulfil needs 

• Emotional support of family at  stress 

• Recognition  of needs and feelings 

• Meeting  the  priority of  family 

• Helping on  career decisions 

• Emotionally drained  at  work from home 

• Employment opportunity of spouse  and transfer 

Childcare Responsibilities • Warm and secure relationship with child 

• Getting time for nurturing child 
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• Educational  facilities  and child care by organization 

• Alternative arrangements 

Eldercare Responsibilities • Elder assistance programs 

• Adult care hospitals by organization 

• Meet the requirement of family members 

• Spend quality time with parents 

Family and Social Supports • Support from  family and colleagues 

• Recognition and value from neighbours 

• Sharing knowledge with co-workers 

• Feeling part of family at work 

• comfortable to share the worries and problem  

• Pay attention by neighbours 

• Career decisions suggestion by family 

Personal Family Demands • Healthy balance between work and others demands on 

time. 

• Supportive  Family members 

• Less  irritation of job due to family demands 

• Comfortable to balance among family demand and  work 

pressure 

• Never neglect job for family 

Outcome Variables 

Work-life balance • Availing leave policies 

• Smooth balance among family and work 

• Community activities and religious commitments 

• Involvement in non-work interests and activities 

• Good social life 

• Supportive supervisor style 

• Open discussion on WLB issues 

• Facilitating play sports other leisure activities 

Retention of Professional • Satisfied and motivated from work assignment 

• Motivating and satisfying work environment 

• Aspiration to stay longer 

• Never found a compared job 

• Never want to quit the job 

• Excellent organizational benefits and incentives 

Mediators 

Employee Commitment • Sense of belonging ness 

• Emotional attachment on organization 

• Moral obligation with job 

• Loyalty at workplace 

• Reluctance to leave 

• Aspiration to stay longer 

Psychological Empowerment • Confidence on  ability 

• Autonomy for planning and completing task 

• Personally meaningful job 

• Control over task 

• Self-satisfied from the capabilities to perform 

• Opportunity  in independencies of the job 

• Flexibility and  role clarity 

Moderator 

Organizational citizenship 

behaviour 
• Helping others without any benefits 
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• Polite behaviour 

• Self-discipline 

• Offers  ideas for effective functioning 

• Feeling to be a specific part of organization 

• Positive reaction on conflict 
Source: Author’s own Compilation 
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Chapter 3 

 

Overview of Software Industry 

 

This chapter provides a framework of the Indian software industry by emphasizing on the 

origin and structure, overview, nature and characteristics, product and services, market growth, 

software outsourcing and other potential and prospects of IT Industry. Furthermore, it 

elucidates the role of the private players and government initiatives by highlighting on the 

status of the IT and ITES Professionals. However, the chapter enumerates the human resource 

management challenges faced by the software industries. The statistics and data relating to the 

Indian software industries have extracted from published literature in the Indian context and 

government reports (NASSCOM, 2018).The available information on IT and ITES 

Professionals is inconsistent as the information provided in this chapter are of approximate 

values. 

3.1  Indian Software Industry 

Spectacular and enormous dynamism of the services sector compels India as one of fastest 

growing sector during the 1990s.India’s services sector has been escalating expeditious in 

nature and one of the foremost drivers of the growth of services sector is information 

technology (IT) and information technology enabled services (ITES). IT Industry has been a 

booming and vibrant one for contributing significantly to the country’s GDP and provides 

employment opportunities to massive talent pool. It has become a growth engine for the Indian 

economy, contributing substantially towards the growth of GDP, urban employment and 

exports, to achieve the vision of a 'young and resilient' India. It has become a common 

phenomenon that the majority of the employees, young professionals especially the knowledge 

workers, are picking this profession as a career at a very first. The Indian IT-BPM Industry has 

contributed 7.7% annual growth in FY17 where India raised 38% market share in global 

sourcing in the financial year 2017. Indian IT and ITES industries had a very significant 

influence on financial performance, determined by aspects like such as non-linear growth 

models, digitalization, and internal cost optimization to expand revenue in the year 2017. 
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Digital revenues are expected to grow much faster than revenues from traditional services. IT 

services, exports revenues US$ 66 billion endure the growth drive where BPM elucidated for 

22.2% (US$ 26 billion) of total IT exports of US$ 117 billion (NASSCOM strategic report, 

2017). Engineering services and software products raised to growth US$ 25 billion in the last 

year. It has added as a significant advantage of the government's schemes like Make in India, 

Digital- India, and Start-Up India .Software value chain is amplified by increasing 

competition, commoditization of lower-end services and facing pressurized in billing rates of 

traditional services has enforced to grow faster the IT and ITES industries. The new digital 

technologies like social media, mobility, analytics, and cloud computing has changed the way 

of Indian IT firms to continue business. Furthermore, the Indian government is highlighting on 

better technology to enable delivery mechanisms for a multitude of government projects with 

the new digital, start-up, and for the domestic market for software services. 

3.2  Software Industry 

The word software has originated as in the year 1953, but has not come in any official term till 

1960. Earlier computer was programmed by the commercial computer vendor or by some 

customers like as UNIVAC and IBM. The first company found to supply software services and 

products in 1955 and industry expanded in the 1960s. Furthermore, slowly and steadily, 

universities, business customers, and government departments made a demand for software. In 

the 1960s, some small software companies were emerging, namely: Advanced Computer 

Techniques, Applied Data Research, Automatic Data Processing, and Informatics General. 

Furthermore, DEC (Digital Equipment Corporation) carried on a significant change in the 

price from microcomputer to market and brought an innovative, powerful programming 

languages, new methodologies and manufacturing, including IBM AS/400.The industry 

extended importantly, with the increase of personal computers (PC) in 1970s and carried first 

time desktop computing to the office worker with increasing utilities, games and applications. 

DOS, Microsoft first functioning system product as dominant and prevailing operating system. 

The IT industry has been erected as for its high brand equity in the global markets. The Indian 

IT Industry encompasses of software industry, and (ITES) information technology enabled 

services, and (BPO) business process outsourcing industry. It is reflected as an inventor of a 

favourite destination and software development for IT-enabled services. The beginning of IT 

industry in India can be sketched in the year 1974, when the Tata Consultancy Services (TCS) 

was recognized as a manufacturing processor, and sales agent for exporting and installing 

system software and programs to U.S. client. 
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The Indian IT industry has been traced in a very inauspicious and unfavourable situation. 

During 1970s, when government rule and policy to private enterprise was aggressive and local 

markets are absent and the industry has started by Bombay-based conglomerate which is 

passed in business through providing programmers to global overseas IT firms. At that time, 

the Indian economy has controlled by the state and unreceptive to the software industry. The 

import tariffs were high in case of in hardware (135%) and software (100%). Even the experts 

were unable for bank finance. In the year 1984, when Rajiv Gandhi was the Prime Minister 

and the government policy was different and changed. The New Computer Policy (NCP-1984) 

entailed with a package by minimizing import tariffs on software and hardware, reduced to 

60%. Even during this time the recognition of software exports was a "delicensed industry", 

they are existed even the permission for foreign firms to set up wholly-owned subsidiaries. 

Entire such policies are the causes of the expansion of an India based world-class IT industry. 

Today, IT companies in India such as Tata Consultancy Services (TCS), HCL, Wipro, Infosys, 

Accenture are well known in the global market for their IT competency. Indian IT Industry 

expansion and significant contribution are a high reputations build up to the world's IT 

industry. Metro Cities like Delhi, Bangalore, Chennai, Mumbai, Pune and Hyderabad have 

developed the destinations for the big banners like Microsoft, GE, Dell, HSBC, Hewlett 

Packard, and numerous Indian multinational firms like Wipro, Micro land and Infosys 

Technologies have established their offices in these cities. This metro city provides good 

infrastructure, floor space and great telecom facilities. It might be a reason for the basis of the 

high growth statistics of India and the changing outlook of the companies towards India. The 

Indian IT Industry was grown up to US $ 5.7 billion in 1999-2000, with the annual growth rate 

not sliding below 50 % since 1991. 

3.3  Growth of the Software Industry in India 

In the past two decades, the software industry has grown leaps and bounds, especially in the 

Indian context. The present scenario exhibits that major Indian software companies such as 

TCS, Cognizant, and Infosys are handling a wide range of projects and providing IT-enabled 

solutions to global clients. The success story of the Indian software companies is remarkable in 

the true sense. Growing prominence in the Indian software industry can be easily 

comprehended by the fact that the software industry has compounded growth rate of 60 per 

cent annually. Considering the huge growth rate, Indian software companies provide IT-

services to almost 60 countries, which include half of the Fortune 500 companies. The recent 

change in economic liberalization policies and techno-savvy manpower has also boosted the 
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emergence of software companies in India. These companies started off by providing low-cost 

programming, holistic software development, and application development services for the 

foreign clients, which ensured a paradigm shift in the Indian IT landscape. The main reasons 

for this phenomenal rise can be attributed to the abundant pool of technically trained 

professionals, high government investment in IT sector, diverse technical and management 

institutes, fluency in the English language, which ensured that the country adequately meets 

the global shortage of technical manpower. According to the recent reports, the Indian IT-BPM 

industry registered an annual growth of 7.7 % in the financial year 2017. In addition, the 

contribution of India in the global sourcing market stands at 38% in 2017. The future 

predictions duly highlight the fact that digital technologies will create a huge disruption in the 

conventional business model. Components of the business model in Indian IT industry involve 

six essential areas: IT-enabled services, software,products, business process outsourcing 

(BPO), engineering and research and development, hardware, and e-commerce. The majority 

of the revenues from the IT sector depend on the exports. In 2017, the export value of the IT 

services crossed over US$66 billion, out of which, around US$26 billion was contributed by 

the BPM; while software products and engineering accounted for US$25 billion of the exports. 

The value proposition that the Indian software sector offers cannot be matched with the 

developed countries. Entry-level salaries offered in the Indian software sector are 

approximately 8-10 times lower than those in the developed nations. As a result of such cheap 

technical workforce, attracting IT, projects are quite easy for the Indian software firms. The 

outreach of the global delivery centers (GDC) has increased to 670  across 78 countries in the 

year 2017. Cut-throat competition, excessive pressure on billing rates of traditional services, 

changing the digital landscape, and commoditization of lower-end services are compelling the 

Indian software industry to enhance the quality and level of services offered and thereby, 

considerably climb up the software value-chain. The rapid introduction of new-age 

technologies such as social media, analytics, cloud computing, artificial intelligence, online 

communities has now transformed the IT business mannerisms. To meet these changing 

demands, the Indian IT companies are starting to adopt the global delivery model. The 

companies are setting up their development centers in South-East Asia, Latin America, and 

Eastern European countries to tap the opportunities of low-cost services and also luring the 

local markets. Specifically, in the US context, such development centers will not assist in 

mitigating the risks of new immigration policies, but also enhance the chances of converting 

projects in other areas like healthcare, government services, etc. Due to the falling billing rates, 

the ADM services that contributed highly to the revenues of domestic IT players are getting 



76 

 

severely affected; therefore, these companies are venturing into digital services that involve 

high-value services. The business forecasts indicate that billing rates will remain stagnant due 

to commoditization of traditional IT services, consequently, the IT companies are expected to 

hold on to their margins through various cost cutting measures such as shifting the majority of 

the work to offshore, enhancing employee utilization, and taking assistance from automation 

software. Apart from the private IT players, the government schemes are also intended towards 

nurturing the technical workforce. In this regard, the introduction of “Digital India” campaign 

was one of the notable steps by the government to ensure that digitalization helps making the 

lives of the people better. Accordingly, the huge amount of potential in software-related 

services would definitely help India to register their presence in the global IT arena in the years 

to come. The Indian IT-ITES industries revenue is expected at USD 151.0 billion in the year 

2017-18 as compared to USD 141.0 billion in FY2016-17, growth increasing of 7.0%. The 

overall industry’s growth and revenue of the industry in the last five years are given in the 

table 3.1 and figure 3.1.  

Table3.1: Indian IT and ITES Industry Revenue 

Year/Descriptions 2013-14 2014-15 2015-16 2016-17 2017-18 CAGR(2013-18) 

Exports 87.3 97.8 107.8 117.0 126.0 10.49 

Domestic 19.0 21.0 21.7 24.0 25.0 5.42 
 

 

Source: NASSCOM SR-2018, E: Estimated 

 

 

Source: NASSCOM SR-2018, E: Estimated 

Figure 3.1: Indian IT and ITES Industry Revenue 
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3.4  Size of the Industry 

Indian IT industry funds as 5.9% of the country's GDP while contributing high employment 

opportunities to the tertiary sector workforce. In March 2009, annual revenues of outsourcing 

operations in India were up to US$ 60 billion and which is expected to increase to US$225 

billion by the year 2020. In 2018, the statistics revealed that annual revenues of outsourcing 

operations in India were US$ 88.9 billion in the year 2017.The most conspicuous IT hub is IT 

capital Bangalore and the other evolving destinations are Pune, Delhi, Chennai, Kolkata, 

Hyderabad, Mumbai and Jaipur. India's growing importance in the information Technology 

enabled the country to form close ties with both the United States of America and the 

European Union. The following table and geographical representation of explaining global 

market size of outsourcing services from the year 2000 to 2017. 

 

Table 3.2: Global Market Size of Outsourcing Services from the Year 2000 to 2017 

 

 

 

 

 

 

 

 

 

 

 

 

Source : TPI Information Service Group ,Statista 2018 

Year Revenue (in billions US Dollar) 

2000 45.6 

2001 52.4 

2002 60.1 

2003 64.8 

2004 70 

2005 76.3 

2006 77.1 

2007 80.5 

2008 87.5 

2009 91.3 

2010 93.1 

2011 95 

2012 99.1 

2013 82.9 

2014 104.6 

2015 88.9 

2016 76.9 

2017 88.9 
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Source : TPI Information Service Group , Statista 2018 

Figure 3.3: Global Market Size of Outsourced services in Indian IT and ITES 2000 to 2017 

3.5 Characteristics of the Indian Software Industry 

The Indian software industry exhibits some infrequent and unfamiliar features from the Indian 

outlooks. The noticeable aspect is the orientation of export aspects, which is contributing 65% 

of the total revenue. Some significant differences between the export market and the domestic 

markets relating with types of software developed. The structure and composition of the export 

software, domestic development, and services market are revealed in the table enumerated 

below (table 3.4). The domestic market is having the high fraction of revenues from the sales 

of software packages and products. However, products are contributed to approximately 40% 

of the domestic market, which is accounted a lesser than 10% of exports. The software service 

exports comprise with custom, consultancy and professional services and custom software 

development that is 80%. Another difference between domestic and export a segment transmits 

with the phases of software development as described in table 3.4. Indian IT firms commonly 

exports coding, testing services and some lowlevel designs. A wide range of services 

extending the whole life cycle of software development has been provided by domestic 

industry clients. Some domestic projects are also higher and challenging than export projects 

such as a screen based trading system in Bombay Stock Exchange and the reservation system 

for Railways implemented by CMC (Computer Management Corporation), a public sector 

firms. 

3.5.1  Domestics 

The domestic software industry encompasses reselling of the foreign based (US firms) 
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software packages. There is a plenty of in-house software written by users that is not possible 

to display by these figures. There are some unsuccessful software packages developed by 

Indian software industry, which entices a weak intellectual property rights. It has experienced 

by software firms for proper designing and marketing experience with a successful product. 

Through simpler and high routine tasks, high capabilities and expertise are greatly associates to 

intricate with software exports by domestic customers. Domestic IT-BPM industry has sighted 

as continued growth as government advantages and initiatives to inspire digital technologies by 

encouraging usages of technologies like: 

❖ Government: Adoption of technology for interdepartmental services and its citizens 

❖ Smart Projects: Utilities, Smart cities, transportation and buildings etc. 

❖ Enterprises: digital marketing, online payments, M-banking for financial inclusions. 

❖ Consumers: Internet market is growing in India (USD100-130 billion in 2016) and apps 

(USD 21billion)and declared India is the 2nd largest country in the world for app 

downloads (11 billion in 2107 and 215% in 2016) 

❖ E-commerce: Increasing online transaction by supporting cashless economy from India 

(seen food-tech and grocery retail in 2017 ) 

The  IT-ITES industries, domestic revenue growth trends in the past 5 years is revealed in a 

table as well as graphical representation according to the NASSCOM strategic reports, 2018. 

 

Table 3.3: Domestic Revenue Growth of Various Segments in IT/ITES Sector (In Crores) 

Year/Segments 2013-14 2014-15 2015-16 2016-17 2017-18 CAGR 

(2013-18) 

IT Services 72721.6 81662 89562 100500 113600 11.37 

ITES-BPO 19593.8 21490 23364 26800 26800 8.90 

Engineering R and D 

and Software Products 
22468.8 25788 27907 33500 33500 10.32 

Total IT-ITES 114784.2 128940 140833 160800 173800 10.75 

 
Source: NASSCOM SR-2018, E: Estimated  
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Source: NASSCOM SR-2018, E: Estimated 

Figure 3.3: Domestic Revenue Growth of Various Segments in IT/ITES Sector (In Crores) 

3.5.2 Exports 

Indian software exports covers with software services and products. The activities are 

effectuated by India based firms are maintaining the legitimacy based applications of tasks like 

IBM mainframe computers, migrating client-server systems, augmentations of existing 

systems, and expansion of small applications. US firm’s managers have suggested both the 

category of technology and critical work outsources to their business. US based consultant’s 

analysis appropriate requirement with high-level design and undertaken very small projects. 

MNCs set up some subsidiaries and liaison offices with the objectives of using India by lace 

for software development rather a place to sell. 

As per the NASSCOM strategic reports (2018), IT-ITES exports are expected as US$ 126.0 

billion in the financial year 2017-18,with 7.7% growth of the financial year 2016-17. A 

combination of solutions around disruptive technologies such as SMAC (Social media, 

mobility, analytics and cloud), artificial intelligence, embedded systems etc. have become the 

life-force of the industry. 

IT services are an agile segment of growing within the Indian IT-ITES sector, which is 

estimated to produce export revenues of US$ 69.3 billion in the year 2017-18 as compared to 

US$ 66.0 billion in the year 2016-17. 

ITES/BPO segment has been reinventing itself in the past few years and is  expected to 

generate export revenue of the order of ~US$ 28.4 billion in the year 2017-18 as compared to 

US$ 26 billion in the year 2016-17. 
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Engineering R and D and Product Development has enumerated of growth of 12% in the 

exports, which is estimated to reach US$ 28.3 billion in the year 2017-18 from the level of 

US$ 25.0 billion in the year 2016-17. 

 

The table as well as figure presented below of export services including IT services, 

ITES/BPO segment, Engineering R and D and Product Development as per the estimation and 

record of NASSCOM strategic reports, 2018. 

  Table3.4:Exports of various Segments in IT/ITES Sector 

Year/Segments 2013-14 2014-15 2015-16 2016-17 2017-18 CAGR 

(2013-18) 

IT Services 49.2 55.3 61.0 66.0 69.3 10.07 

ITES-BPO 20.4 22.5 24.4 26.0 28.4 9.19 

Engineering R and D and 

Software Products 

17.7 20.0 21.4 25.0 28.3 13.09 

Total IT-ITES 87.3 97.8 107.8 117.0 126.0 10.32 

 
 

Source: NASSCOM SR-2018, E: Estimated 

 
 

 

Source: NASSCOM SR-2018, E: Estimated 

Figure 3.4: Exports of various Segments in IT/ITES Sector 

 

 

There are some other features of the Indian software industry are as enumerated below: 

❖ Database Migration services 

❖ Custom Business solutions 
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❖ Web Branding Services 

❖ Application Development 

❖ Customization Services 

❖ Content Management collaboration 

❖ Development of  iPhone Apps 

❖ Consulting 

❖ Multimedia offering 

❖ Programming Services 

❖ ERP solutions 

❖ Internet Marketing 

❖ Quality assurance and testing services 

❖ Outsourcing and commerce, collaboration 

As Charles Darwin famously said, “it is neither a strongest of the species that survives, nor the 

most intelligent, but the one most responsive to change.” With having practical evidence of 

theory, IT-BPM industry has been leading the charge in acclimating and disrupting change to 

enable interruption for customers. The financial year 2018 has identified some key themes 

included in the IT industries are presented graphically below. 

 

 

 

  

 

 

 
 

Source: NASSCOM  Strategic Review Report, 2018 

Figure 3.5: Major Key Themes of IT segmentation 
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The software industry has brought drastic changes in technological upgradation and immense 

expansion on network development, through which IT sector carried on a radical improvement 

in the quality of life which influences global competitiveness and global domain. New 

technologies developed like data mining and data warehousing, further software professional 

encompasses with collecting data to identify testing hypothesis and patterns in research. There 

are some financial institutions as well government initiatives towards the growth and 

development of software industry in order to expand and support IT industries such as-tax 

holiday incentives and competitive duty structure, minimizing international communication 

cost and infrastructure support by governments like technology parks.  

This sector may be categorized into four broad categories and this category has classified into 

other sub categories, are explained below in the table. 

a. Software Services 

b. Engineering Services 

c. ITES BPO 

d. E business, services 

Table3.5: Detail Functions and Categorisation of IT Industry 

Software Services Engineering Services 

• Information services (IS) outsourcing 

• Software support package 

• System integration and installation 

• Hardware support and installation 

• Software training and education 

• Industrial design 

• Mechanical Design 

• Electronic system design 

• Industrialisation and prototyping 

• Design validation testing 

 

ITES,  BPO E business, services 

• Telecom networks 

• Remote maintenance 

• Data processing 

• Call centres 

• Business Process outsourcing 

• Back office operations 

• Internet based business  

• Buying and selling 

• Business partner collaboration 

• Customer service 

 

3.7 Structure and Composition of IT-ITES Industry 

Information Technology (IT) is the acquisition, dissemination processing, and storage of 

verbal, numerical, textual, and pictorial information by a micro-electronics-based combination 

of computing and telecommunications (Vijayasari,2013). IT industry in India comprised of 

two significant components like domestic IT market and IT exports. IT-ITES industry has 
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IT-ITES Industry 

IT Services and Software 

revealed through evidence based into three segments such as: IT services and software, ITES-

BPO and Hardware. The figures 3.6 and 3.7 enumerated below explain detail segmentation of 

IT and ITES structure. 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

 

Source: NASSCOM (2009b), Strategic Review 

 

Figure 3.6: Indian IT-ITES Segmentation (2009) 

 

NASSCOM strategic review report, 2018 has defined and segmented IT - BPM Industry in 

another way which is varied from traditional approach which is represented in graphical 

representation below for further clarification. 
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Note : The continual evolution India’s IT-BPM landscape and an in-depth analysis of its segments has 

necessitated a more relevant segmentation and re-classification of the industry. 

ER and D (Engineering Research and Development): Now includes product-engineering services (PES) of both 

third-party firms (earlier termed as OSPD) and MNC GICs. E-Commerce has been analyzed separately and isn’t 

included in total IT-BPM market 

Source: NASSCOM (2018), Strategic Review. 

 

Figure 3.7: Indian IT-ITES Segmentation (2018) 
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SWOT Analysis of Software Industry 

Strength Weakness 

▪ Skilled workforce 

▪ Wage structure 

▪ Quality work  

▪ Government initiatives (Hitech parks and 

e-governance projects) 

▪ Global players operations (Microsoft, 

oracle and Adobe etc.) 

▪ Quality of standards (ISO 9000,SEI, 

CMM etc.) 

▪ Cost competitiveness 

▪ Telecommunication of  infrastructure 

▪ Indian time flexibility as (compared to 

foreign countries 

▪ Dearth of potential candidates 

▪ Lack of practical knowledge (among 

fresh graduate) 

▪ Less scope for Research and 

development activities 

▪ Contribution of IT industry towards GDP 

 

 

 

 

 

 

Threat   Opportunities 

▪ High IT education market 

▪ Highly employable opportunities for 

young professionals 

▪ International market players 

▪ Well developed Software infrastructure 

▪ Absence of data security systems 

▪ IT developed in few cities 

▪ Competitiveness specially China and 

Philippines with qualified workforce  

 

 

 

3.8 Government Interference and Level of Administration in Software 

Industry 

A knowledge-based IT industry, is having an incredible prospective for becoming an economic 

growth engine for enhancement of the productivity and means of effective governance. It 

augments an access to government services, information, protecting consumers; effective 

training based on appropriate skills, and endorses transparency by providing magnificent 

employment potential and connections with government and the people both from the level of 

urban and rural. The Indian government plays significant roles in multiple levels of the 

software industry. The government is responsible to provide the regulatory and legal 

environment to inspire the enhancement and practice of IT and e-commerce. Government to 

suggest the IT developers and users with heavy competition, creativity and innovation has 

framed rule, procedure and law. The spectrum of government and the economy have passed 

through of IT industries by coordinating, organizing, and promoting the advocacy and strategic 
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planning prospects. The major government players like NASSCOM (National Association of 

Software and Services Companies), role of e-governance, State Wide Area Networks, 

Department of Electronics and Information Technology (DIT),yearly strategic review report of 

NASSCOM and other related prospects and reviews are  played a vital role for implementing 

and administering software industries in India. 

3.8.1 Overview of NASSCOM 

NASSCOM, which is established in 1988 and headed by the chairmanship of Rishad 

Premji(2018-19) is a trade association of BPO (business process outsourcing) and IT industry. 

It is a body of global trade, non-profit industry association with 154 billion dollar is provided a 

prodigious contribution to infrastructure, India's GDP, global visibility, exports and 

employment. It is looking for trust and support for internal and external stakeholders to be 

creative, innovative and pioneering for present competence. Furthermore, it is emphasized on 

developing architectural integration of IT-BPM industry through strategic direction, policy 

advocacy and made dominate and potential new Frontlines. NASSCOM members consisted 

90% revenue and facilitated spearhead initiatives for national, local as well as global players. It 

is an apex body with having 2000 members and 250 companies from U.S, UK, China, EU and 

Japan and members are from the software services, products, software developments, E-

commerce and IT-enabled/BPO services. It enables trade and business software and services 

and inspires development of research in software technology. In India, it is headquartered in 

New-Delhi, with having regional offices in Chennai, Hyderabad, Kolkata, Kochi, Mumbai, 

Bengaluru and Thiruvananthapuram. It has established as a leadership forum by giving a 

platform for developed countries for networking and they are organizing many events and 

submitted report such as: NASSCOM Product, HR Summit, Global In-house Centres Summit, 

NASSCOM Emerge 50, Big Data Analytics Summit, and Diversity and Inclusion Summit. 

3.8.1.1  The IT-BPM Sector in India: NASSOCOM Strategic Review 2017-2018 

NASSCOM strategic review report highlights on technology and digital theme enduring to 

their core businesses. The sector as well as strategic report focussing on technology investment 

solutions with analytics, partnerships, innovation labs, vertical and specific business units, 

setting the committed CoEs, client access and market leadership, digital capabilities, develop 

the start-ups by bridging gaps of capability and IP solutions. India has gained highest rank in 

globally in terms of digital talent by having the share of 75% (Strategic Report, 2018).The 

report mainly analyses the IT-BPM market size by segments such as ER and D, IT services, 

https://en.wikipedia.org/w/index.php?title=Rishad_Premji&action=edit&redlink=1
https://en.wikipedia.org/w/index.php?title=Rishad_Premji&action=edit&redlink=1
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software products, e-commerce and BPM (Business Process Management) and focussed on a 

digital journey of India from the perspectives of users as well as providers. It means in what 

way India, transforms the journey of digital and how the firms build up infrastructure and 

capabilities for facilitating transformation. It has grown up 8% in the financial year 2017 to the 

USD 154 billion to 167 USD billion with excellence of e-commerce. The total share of service 

exports is projected to 45% and the industrial GDP contribution is 7.9%. Furthermore, Industry 

has estimated 3.97 million professionals by adding 105,000 people over the year 2017.The 

industry consists of more than 17,000 firms by offering a comprehensive range of services and 

bio-modal IT where the industry is well equipped and managed. Currently the digital revenue 

has highly increased are 14 % in FY2016, more than 18% in 2018 and anticipated to reach 

38% by 2025. The table explained below includes growth in terms of software and services, 

revenue of ER and D (engineering research and development), domestic market of sustaining 

growth of IT-BPM industry in FY2017 and FY2018. 

Table 3.6: Exports and Domestic Market of Sustaining Growth of IT-BPM industry 

Year E-commerce Domestic Exports Total (USD Billion) 

FY2017 33 117 38 154 

FY2018 38.5 126 41 167 

Source: NASSCOM Strategic Review Report, 2018 

In the year 2018, India’s industry exports are estimated to reach USD 126 billion, a 7.7% 

growth over FY2017 with adding of USD 9 billion. Among other aspects like IT services, 

BPM and hardware, ER and D and product development have reached highest growing 

aspects12.8% focussing on shared mobility, electrification, connectivity and AECS-

autonomous and whereas IT services increased by 6% on hosted applications (ISO) and 

software testing. The table elucidated below explaining growth of export market in FY2017 

and FY2018. 

Table 3.7: Growth of Export Markets of Indian IT Industry 2017-18 

Export Markets Total Growth (in USD Billion) 

IT Services 69 

BPM 28 

ER and D Products 28 

Hardware 0.4 

Total  126 

Source: NASSCOM Strategic Review Report, 2018 
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3.8.2 Department of Electronics and Information Technology (EIT) 

EIT is a part of union government of India that is engraved from ministry of communication 

and technology in 19thJuly, 2016. EIT is responsible and empowered for formulation, 

implementation and review of national policies in the domain area of information technology. 

The policy matters are addressed by them , are connected to internet, IT based on computers, 

hardware and software processing, standardized procedure and aspects relates with 

international bodies, IT education, promotion of knowledge based enterprises-commerce etc. 

The department has been making continuous efforts towards making India a front-runner in the 

age of information revolution. Some of the major initiatives undertaken by IT which includes:-

A 'National Taskforce on Information Technology and Software Development', Community 

Information Centres (CICs), Information Technology Act (legal framework for enabling 

electronic transaction and commerce, digital structure and documentation, preventing 

computer crimes), State Wide Area Network (SWAN) (central assistance of state and union  

territories) and National Informatics Centre(NIC)directing information and communication 

technology (ICT) applications by the government departments at Central, State and District 

levels. 

As per the report of Confederation of Indian Industry (CII), there are some government and 

non-government agencies either are those providing the facilities and services to the 

information technology towards people or towards industries are listed below. 

National e-Governance Plan (NeGP): where the vision of Government of lies with advancing 

the quality to the citizens by offering doorstep services including 27 mission mode projects. 

State Data Centres (SDCs): SDCs have been identified as important for the core 

infrastructure for supporting e-Governance initiatives under NeGP. 

Common Service Centres (CSCs): The soul objective of CSCs is to advance a platform 

which empower social, government and private sector organizations for the benefit of social 

and commercial goals of rural people concerning to IT-based as well as non-IT-based services. 

 

Community Information Centres (CIC): Government has initiated the CIC's in the hilly and 

far-flung rural areas of the country with main objective to bring the benefits of ICT to the 

people for the purpose of socio-economic development. 
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Nanotechnology: Department of EIT commenced nanotechnology development programme 

through the 10th plan, objective is to generate an infrastructure for research in Nano metrology 

and electronics at the national level. 

To conclude, the government has taken a digital initiative, which is called GSTN (Goods and 

Services Tax Network), defined as a key goal to provide mutual and shared IT services and 

infrastructure to the stakeholders for instigating GST(Goods and Services Tax). Innumerable 

digital skills have been launched by the government of India to empower people of IT and 

mobile devices with the objectives of empowering at least one person in a one family 

regarding digital literacy skills by 2020.Various government referral bonus scheme such 

BHIM apps,  Aadhaar-based mobile app, no service tax on railway tickets (if reserved online) 

are intended for boosting digital payments in the country. 44 Mission Mode Projects make sure 

that government supports widespread transformation of electronic mode. 

3.9 Human Resource Challenges in Software Industry 
 

IT Industries are basically based on a project where the outcome is a direct proportion to 

quantity of workforce employed in the particular year (Watts,1997).However the worldwide 

software professionals were adding comparatively to very low supply of manpower that 

attaches a new set of challenges faced by HR in software industries for that reason being 

human capital has a dominant role of the industries. Today’s IT industry faced HR challenges 

from recruitment to retention where technological obsolescence to labour turnover is high 

(Sadri,1996). 

 

The competitive business environment anticipates appropriate strategic HR planning in the 

aspects of overall business activities. These requirements may occur by developing a positive 

work environment and retaining a talented workforce to maintain a friendly atmosphere. The 

HR responsibilities and role are continually mounting and evolving. Successful HR decisions 

influenced on the company’s objectives and strategies where HR professionals have a major 

role from recruitment to retention. HR professional’s constantly create efforts and 

determination with the indulgence of staffing challenges, aligning with company growth 

objectives; maintain a supportive environment to work autonomously from management 

recommendations and decisions.  There are some important challenges relating to: 

3.9.1 Technological change: HR professional’s needs to manage the resources in an optimal 

way in this current global era where they have to follow beyond the traditional ways from 
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hiring to retaining resources by virtue of global talent crunch which entails about company’s 

requirements, skills sets and level of experience to substantiate the requirement. 

3.9.2 Sharing culture and Team Learning: Successful business depends on leaders and their 

team how they are collaborating among themselves. They are learning and sharing the 

knowledge to grow as a single team instead of different business units. HR professionals play a 

major role at the same time for short listing effective candidates those are having a positive 

attitude, and high potential to be a leader. 

3.9.3 Attrition Issues and Knowledge of Retention: To maintain an organization with low 

attrition rates is one of the main challenging aspects in IT industry faced by HR professional. 

This industry is developing at very fast and some successful ventures are launching to grab the 

share of this flourishing industry. In the cutthroat competition, HR professionals are enforced 

to improve a new strategy to retain and attract the talent by providing training to a new talent, 

knowledge sharing, coaching, and counselling to the professionals with developing positive 

work environment. 

3.9.4  Cross-Functional Resource Balance: It is necessary for HR professionals those are 

operating business across the globe facing the challenges to maintain a balance among the 

workforce deployment benefits at diverse client locations and employed in the central 

development centre of the company. An accumulation of this, balance is highly essential 

among experienced employee and newly joined entrants and it must be harmonized with 

business goals. 

3.9.5 Resource protection from Exploitation: The cutthroat competitive market demands 

proper talent within a limited budget and time-consuming task. HR professionals are 

anticipated to operate one resource on multiple projects, must have experience of cross training 

with different skill sets and multi-tasking by concentrating on ROI.  

The success of the aforesaid multitasking strategy highly depends on better HR professionals 

to investigate the resource pool, obligation and perception of management allied with 

employee benefits. Major challenges for HR professionals are to be prepared an appropriate 

policy, which justifies for the company’s profit and create a feeling of employee enrichment. 

Lot of efforts must be developed for employee satisfaction, maintain an encouraging and 

learning work environment where both organization and professionals will be in win-win 
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situation. The followings are the other challenges faced by HR professionals to manage the 

employees are as follows. 

 

❖ Attracting the best talent: Though there are competent professionals in present era still 

there is not a perfect match in between the requirement and job fit. 

❖ Incorporating HR strategy with business strategy  

❖ Update Recruitment and Selection policy and adopt an effective style to cope with the 

situation 

❖ Shortage of highly skilled IT professionals  

❖ Keep upgrading the skill through continuous learning and training 

❖ Absence of behavioural skill among middle level and high level managers 

❖ Effective Performance appraisal system and on the basis of that update the strategy for 

compensations and rewards 

❖ Technology driven organizational change 

❖ Develop the strategy for career planning and succession planning: proper identification 

of career stages and level of succession planning with proper skill requirement 

❖ Improving new feedback mechanism from superior to subordinates 

❖ Enabling the level of employee commitment with customer focus and control 

❖ Workforce composition and proper arrangement of shifting  

❖ Cope with all-encompassing environmental challenges 

❖ Searching for new ways of retaining and motivating the professionals. 

 

Growth of IT Industry is one of the most enormous achievements of Indian economy that has 

earned an incredible composite of 50 percent annual growth in the year 1990. Moreover, the 

industry has earned 126% of revenue from exports and 25% from domestic in the year 2017-

18.Conversely, India is declared as highly developed countries with export software services 

including hardware, peripherals and network interpreting 151% of the total IT revenue. 

According to the recent reports, the Indian IT-BPM industry registered an annual growth of 7.7 

% in the financial year 2017. In addition, the contribution of India in the global sourcing 

market stands at 38% in 2017.Obviously, Indian IT exports have a very significant role and 

high contributed in foreign exchange in the Indian economy. 

The IT Industry itself has revealed resilience and ability to transform India as a developed 

country. With strong support of updated technology and software services, India is highly 
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poised on the continued growth prospects of the sector. The next few quarters are expected to 

be immensely challenging for the Indian software industries as they are putting their best foot 

forward to meet the adequate challenges. Further, value proposition delivered by these 

companies remains strong for ensuring long-term and sustainable growth. Till 2020, 

approximately 3/4th of the incremental revenue growth would be driven by external 

opportunities outside the core areas, verticals and customer segments. In order to tap these 

opportunities, the companies require redefining their value proposition effectively. 
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Chapter 4 

Work-Life Balance Measures of Global and Indian 

IT-ITES Organizations 

This chapter outlines a scenario of human resource of the national and international software 

industries which magnets the understanding of both national and international IT-ITES 

industries to reveal a snapshot of organizational initiatives towards enhancing the degree of 

work-life balance (WLB) of the professionals. Furthermore, it supplemented the measures of 

WLB practices and strategies provided by the Indian IT-ITES industries. 

4.1 Overview of Indian IT industry 

India identified as the largest sourcing destination for the Information Technology (IT) 

Industry which contributes a lot towards the social and economic transformation of the 

country. It has provided a completely new look to India on the global platform and accelerating 

the economic growth of India. India has a unique selling proposition when it comes to IT 

sector in the global sourcing market, as the competitiveness in providing the IT services from 

India is two to three times less than any other country in the world. A report by the Boston 

Consulting Group (BCG) and Internet and Mobile Association of India (IAMAI) says “India’s 

internet economy is expected to touch Rs.10 trillion (US$ 161.26 billion) by 2019, accounting 

for 5 percent of the country’s gross domestic product (GDP). India is a nation with having 

most cost competitive, talented and skilled technical workforce across the globe those are 

under 30 years of age. India has emerged as the most dynamic IT outsourcing hub in the world 

with having efficient infrastructure, foreign direct investment, IT education, government 

policies, etc.  

4.2 WLB Initiatives and Measures among Global and Indian Software 

Industries 

The potential and talented workforce is a very vital aspect in software industries in terms of 

quality, productivity and cost. The Indian IT and ITES industries are facing several human 
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resource challenges, like attraction of talent and retaining them, training of multi-tasking 

executives, managing the younger workforce, sharing culture, and team learning, attrition 

issues and knowledge retention, and cross-functional resource balance. The industry requires 

large-scale HRM practices to handle with these issues and challenges. The diffusion of 

progressive people management trends in Indian software units is mostly adapted from other 

sectors or from western countries. This happens only because historically the software 

organizations have always focused on project completion and technical aspects of software 

rather than on management tools and employee satisfaction. The table elucidated below 

reflects the ranking of the software organizations as per the brand rating and value of IT 

service league, based on NASSCOM strategic review report 2017 and 2018.The globally 

accepted and prevailing HR practices and work-life balance measures of the respective 

organizations are discussed below with an overview of specific Indian and International IT 

industries. 

Table4.1:Brand Finance IT Services League 2018 

2018 

Rank 

2017 Rank Brand name Country of 2018 Brand 

Value 

2018 Brand 

Rating 

2017 Brand 

Value 

      Head 

Quarters 

(USD m)   (USD m) 

1 1 IBM United States 19,512 AAA 19,404 

2 2 Accenture Ireland 16,805 AA+ 17,464 

3 3 TCS India 10,391 AA+ 9,081 

4 5 Cognizant United States 7,761 AA+ 8,631 

5 6 Infosys India 6,035 AA+ 6,224 

6 NEW DXC 

Technology 

United States 6,035 A+ NA 

7 8 HCL India 4,573 AA+ 4,463 

8 10 Capgemini France 4,558 AA 4,137 

9 7 Fujitsu Japan 4,006 AA 4,670 

10 11 Atos France 3,876 A+ 3,716 

Source : NASSCOM 2017, NASSCOM strategic review report 2018 

4.2.1     DXC Company Ltd., USA  

DXC Technology which is established recently on April, 2107 by emerging with Enterprise 

Services business and CSE with headquartered in USA. The Company delivers digital 

information technology services, solutions and other services encompassing applications, 

business process, consulting, analytics, cloud and workload, enterprise and cloud applications, 
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security, and workplace and mobility. DXC Technology is the world's leading independent, 

end-to-end IT services company, serving nearly 6,000 private and public sector clients from a 

diverse array of industries across 70 countries. The company's technology independence, 

global talent and extensive partner network help clients harness the power of innovation to 

thrive on change and guide their digital transformation journeys. It has successfully directed as 

the world’s biggest enterprises and government agencies over effective transformation cycles 

with some 134,000 executives worldwide. The Fortune 500 Company, DXC technology 

signified in the SandP 500 index. The firm instigates the high value for clients, shareholders 

and partners and present the growth opportunities for its executives. This extensive partner 

network supports drive collaboration and leverage technology independence. The firm has 

well-known and based on more than 250 industry-leading global Partner Network 

relationships, comprising fifteen strategic partners such as Dell EMC, Amazon Web Services, 

Hitachi Vantara, A and T, HCL, Micro Focus, HP, PwC, HPE, IBM, SAP, Lenovo, Microsoft, 

Oracle and Service Now. The firm has concentrated on numerous areas of executives work life 

like employee engagement, continuous learning and career development, family aspects of 

professionals, succession planning, team building and communication, performance 

management system, work place environment and manpower planning and resourcing. The 

interventions of DXC Technology for better WLB of professionals are illustrated in table 4.2. 

 

Table 4.2:  Employee driving success in DXC Technology Ltd.,USA 

Area of 

Focus 

HR Practices and Interventions by 

the Firm 

Outcomes Anticipated and Results as 

Received 

Learning and 

Career 

Development 

• 25 hours of training to the 

professionals as per the policy 

• Vibrant collaboration with Talent 

development and retention strategy 

• Executive Development Programme   

• A total of 200 plus professionals was 

joined for specific training 

programme,67 out of them were hired 

Provided training manuals that have 

been distributed for use and covers 

cross-learning across all services. 

• Won Leading HR practise award, 

2016 with Manpower Planning and 

Resourcing, performance 

Management, workplace environment 

correspondingly. 

Work Place 

environment 
• Implemented employee engagement 

programme 

• Dynamic and enthusiasm among 

professionals 

 

• Committed to devoting for employee 

well-being and engagement activities 

in order to boost the level of pride of 

executives who are always give their 

allegiance and dedications toward the 

company’s goals and values. 

Manpower 

Planning and 
• Unique recruitment strategy and 

Hiring policy 

• Recruitment activities have supported 

efficaciously for business growth and 
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Resourcing • Following the principle of 3 R (Right 

People, Right Time, Right Cost)  

development in the financial year 

2015, 2016 and 2017 accordingly. 

Performance 

Management 

System 

• Used Performance Management 

System (PMS) works online through 

the intranet and internet portal. 

• HR strategy and people management 

in developing a strong team in terms 

of skillful technical capabilities. 

• Professionalism with good 

communication which leads effective 

quality of performance and client 

satisfaction. 

 Health and 

Wellness 

benefits 

• Medical Insurance Program 

• Parents Medical Insurance Program 

Superannuation 

• Company Car lease 

 

• Medical Insurance Policy provided by 

the professionals up to their last 

Working Date. 

• Parents medical insurance policy has 

also received a good reputation among 

professionals and payroll team looks 

after all the matters. 
Source: DXC Technology Annual Report,2018, www.dxc.technology 

4.2.2 VADS Berhad Ltd, Malaysia 

VADS Berhad Ltd., is incorporated with ICT, business process outsourcing services and 

connectivity solutions, and offers system integration activities, BPO and managed networks. 

The firm established in the year 1991 as a joint venture among IBM and Telekom Malaysia for 

enchanting the convergence of Telecom and IT Industry. It provides integrated ICT services 

like cloud communication, data centre and collaboration, managed security and network and 

network integration services. The other partners amalgamated in the financial year 1993 and 

1995 respectively as called PNB (Permodalan Nasional Berhad) and EPF (Executives 

Provident Fund). The firm contributes an integrated business process outsourcing services in 

the areas of business analytics and insights, customer experience management, business 

excellence consultancy and training, revenue generation and protection, contact centre 

facilities. It includes core activities which are encompassing services on Managed Networks, 

Contact Centre and Systems Integration. The organization empowers its business activities 

with value-based innovative solutions and services that may permit an organizational policy of 

“Business Made Easier”. The firm distinguishes itself from other service providers with a 

decentralised management structure which inspire open door policy to promote dynamic 

employee relations. Additionally, the professionals may perform in an amicable and responsive 

setting that offers autonomy to shape the standards. The internal policies and processes of the 

organization pursue to provide the executives with sufficient initiatives in areas of learning and 

development, transfer, benefits, workplace flexibility and employee engage. 

 

https://en.wikipedia.org/wiki/Permodalan_Nasional_Berhad
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Table 4.3: Moving the Employee Forward at VADS Berhad Ltd, Malaysia 

Area of 

Focus 

HR Practices and Interventions 

by the Firm 

Outcomes Anticipated and Results as 

Received 

Learning and 

Development 
• Dedicated professionals 

• Continuous training in 

software updating 

• Support for higher education 

and study leave 

 

• Compulsory training, Orientation, 

Professional development and Management 

development programme provided to 

executives for enhancement skill, software 

knowledge and behavioural modification. 

Employee 

Engagement 
• Staff satisfaction survey 

• Performance review process, 

• Exit interviews and surveys 

• Employee Share Scheme 

• Facilities implemented action 

plans to ensure each facility could 

maintain or improve their top 

strengths as well as address any 

poor performance areas or specific 

employee annoyances. 

• Executives are able to share their 

thoughts about working with the 

organization. 

Workforce 

Diversity and 

Enclosure 

• Assess the diversity profile 

Catalogue the local programs. 

Continued actions on diversity 

and inclusion opportunities. 

 

• Outcomes on clients equality 

Workforce planning in an 

progressively diverse way 

Community and public relations.  

Leadership 

Development 
• Identify potential leaders from 

our existing workforce and 

nurture them through a variety 

of projects. 

• Some leadership programme has been 

provided to the executives to occupy the 

higher positions on the basis of career 

planning and succession planning. 
Source :Integrated Annual Report Telekom Malaysia 2017, www.vads.com 

4.2.3 Accenture Ltd., Ireland 

Accenture is an international professional services and management consulting  firm which 

delivers consulting, digital technology, strategy and operations services. It has established in 

2009 in Ireland (Durbin). In 2017, the company stated as the net revenues of $34.9 billion, 

with having more than 425,000 professionals supporting clients in 120 countries with more 

than 200 cities. It is one of the biggest consulting leading management firms, outsourcing 

business and technology services, with adding to 246,000 professionals, operates in 53 

countries with common brand and business model designed to enable by offering clients with 

the similar level of service around the world. Illustrating with industry expatiation and global 

resources, technology and  functional capabilities, the firms seek to provide effective  services 

with a competitive price which supports to the customers significantly develop business 

performance. The industry is having nearly 246,000 professionals worldwide, comprising 

5,300 senior executives with an average of 15 years of experience in Accenture itself. The firm 

declares a strong leadership team, including experienced professionals and also involves 

https://www.tm.com.my/annualreport/
https://www.tm.com.my/annualreport/
https://en.wikipedia.org/wiki/Management_consulting
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clients with a full range of around the world and comprise 92 of the Fortune Global 100 with 

adding three-quarters of the Fortune Global 500. Table 4.4 shows the HR facilities and 

practices provided by the firms for strengthening and enhancement of better work-life balance. 

Table 4.4: Engaging Human Resources at Accenture Ltd., Ireland 

Focussed 

Area 

Practises/Interventions/Initiatives Outcome Expected/Result Attained 

 

Developing 

and Creating  

HR Strategy 

• Designing and implementing the 

HR operating model 

• Discovery new source of Talent 

• Building , adapting and 

empowering culture relating HR 

strategy 

• Fact based analytics 

• Redefine jobs and career paths  

• Developed and deployed talented and 

competent workforce 

• Employing right tool in the right path 

• Evolved precise mind set of 

management 

• Talent acquisition and employee 

branding 

HR capability 

and their 

ability 

• Driven by leading practices and 

operational excellence across the 

HR talent 

• Redefine jobs and career Path 

• Talent Intelligence 

• Edge-centric decision making 

• Real-time adaptation 

• Recombined both digital and human 

aspects 

• Experimented driven design  

Facilities and 

Allowances 
• Number one organization for 

working mothers (by AVATAR 

group survey and working mother 

survey) 

• Best leave policy  

 

• Allowed 22 weeks of leave for adopting 

a child or surrogacy 

• Maternity leave extended to three 

months 

• Provided assistance programs, pre and 

post maternity counselling sessions, 

discounted childcare services and 

interactive parenting workshops 

Workforce 

diversity 
• Believes sense ownership of each 

individual 

• Influenced by local HR strategy 

and other government policies 

• Ensured equal opportunity for 

gender,nationality,disability,ethnicity,rel

igion and age 

Work Culture 

and Job 

Security, and 

Advancement 

• BUDDY programs on cultural 

practises 

• Need for “Listening 

Organization’’ and it has taken as 

pride ,anticipated as a strong 

motivated employee 

• Employee allocated as career 

counsellors 

• Followed reverse mentoring (young 

generation counsels to the old 

executives) 

• Cultural Trends for successful women 

• Social drives and democratization of 

work 

Changing HR 

organization 

model 

• A variety of HR “archetypes” 

proliferate 

➢ Lean HR Model 

➢ Federated /Decentralized Model 

➢ Just –in-time HR Model 

➢ Professional Service Model 

• Volatility and cost effective team 

• Talented and value driven HR team 

based on project 

• Diversified work force on changing 

scenario 

• Homogenous work force 

Other HR 

practices 
• Principle of meritocracy 

• Free transport, air -conditioned 

cabs 

• Campaign    

• Employing train leaders and talented 

team 

• Reward exercise completion 

• Immerse HR leaders with enabling 
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 agility  

• Transparent in  culture and social 

enablement and facing global 

complexities 
Source :Accenture Technology Vision 2018 – Tech Trends Report. 

4.2.4     CAP Gemini Ltd.,France 

Capgemini Ltd. is a multinational  business consulting and professional services industry based 

on French and headquartered in Paris, France. It delivers IT services, IT consulting, 

professional services and outsourcing  companies with having approximately 200,000 

professionals in over 40 countries, of which closely to 100,000 are in India, with global 

revenues of EUR 12.8 billion. It was originated in France by Serge Kampf in Grenoble, in the 

year 1967. It operates both in South and North America, Asia pacific, Europe and delivers 

services with four disciplines such as technology, consulting, outsourcing and professional 

services. It offer the specific services including application lifecycle services, business process 

outsourcing and management solutions, finance and accounting, infrastructure services, mobile 

solutions, procurement, engineering services, green IT, workforce management and supply 

chain management, service integration and management, ready to series, and insights and data. 

In the year 2107, firm’s entitled as Leader and Star Performer for Insurance Application 

Outsourcing by Everest Group and in the year 2018, it has acquired a digital customer 

engagement firm named as Liquid Hub which is based in US. Table 4.5 exhibits professionals 

with one of the best places to work by designing practises / initiatives in the areas of 

organization culture, career growth and development, compensation, and performance 

evaluation and rewards provided by the firms for development and enhancement of better 

work-life balance. 

Table 4.5: Driving Success through HR by Capgemini Ltd., France 

Focussed Area  HR Practices and Interventions 

by the Firm 

Outcomes Anticipated and Results as 

Received 

Work 

Environment 

and 

Organization 

Culture 

• Clients with high work culture 

• High flexible schedule 

• 401k Plan 

• Good vacation Policy 

Actions contributed to better 

knowledge of professionals through:  

• Sports initiatives support 

executives through actions that 

encouraged a healthier lifestyle. 

•  Leisure and Solidarity initiatives 

stimulated social responsibility thereby 

contributing to greater solidarity 

behaviour, both in professional or 

personal settings. 

Health and Short and long-term incentives • Incentivize professionals and guaranteed 

https://www.accenture.com/t20180227T215953Z__w__/us-en/_acnmedia/Accenture/next-gen-7/tech-vision-2018/pdf/Accenture-TechVision-2018-Tech-Trends-Report.pdf
https://www.accenture.com/t20180227T215953Z__w__/us-en/_acnmedia/Accenture/next-gen-7/tech-vision-2018/pdf/Accenture-TechVision-2018-Tech-Trends-Report.pdf
https://en.wikipedia.org/wiki/Multinational_corporation
https://en.wikipedia.org/wiki/Professional_services
https://en.wikipedia.org/wiki/Paris,_France
https://en.wikipedia.org/wiki/IT_consulting
https://en.wikipedia.org/wiki/Outsourcing
https://en.wikipedia.org/wiki/Serge_Kampf
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Wellness 

Benefits 

 

 

Benefits and Support 

• Retirement funds Life 

Healthcare  

• Provident Fund (LHC 

Provident Fund) 

• Life Healthcare DC Pension 

Fund (LHC DC Pension Fund) 

 Medical aid 

• Employee share plan 

Leave Policy 

Annual leave 

Maternity leave 

Personal leave 

• Education leave 

for long term incentives 

• About 38.4 % professionals received 

were benefited from the programme. 

Creativity, 

Digital 

Transformation 

and Innovation 

• Client engagement 

• Strategy and innovation 

• Insight driven enterprise 

• Organization encouraged staff and 

professionals to be creative and 

innovative towards project delivery, 

client relationship and transformation of 

digital. 

Performance 

Evaluation and 

Rewards 

• Evaluation of the performance 

assessment model with good 

remuneration policy 

• Implementation of new 

evaluation support system 

 

 

 

 

 

 

• The behaviour of professionals is 

aligned with the desired culture and 

business goals. 

• Made them professionally more skilled 

and aware of the challenges. 

• Stimulate and rewarded behaviour to 

achieve the organization’s objectives in 

line with its strategy. 

Source : Capgemini world quality report 2018-19 

 

4.2.5 Infosys Ltd.,India 

Infosys has incorporated in the year 1981 with the help of 7 engineers and registered on July 

1981 named as Infosys Consultants Private Limited and relocated the office to Karnataka 

(Bengaluru),India. In 2011, the company has altered his name as Infosys Limited from Infosys 

Technologies Limited and prior to that it was named as the Infosys Technologies Private 

Limited in 1992.Infosys is a second largest India based Multinational Corporation which offers 

services on outsourcing, information technology and business consulting. The sector has 

declared 596thlargest public company in the world with regards to revenue and with having a 

market capitalization of $42.23 billion. It has received A- grade credit rating by Standard and 

Poor’s Financial Services LLC. In the year 2018, Infosys has contracted with advance pricing 

agreement with the US IRS to heighten tax obligation of company in its USV operation. The 
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industry is continually increasing its service benchmarking and quality standard   processes as 

recognized globally including SEI-CMMI Level 5, TL9000, PCMM Level 5, ISO 9001-2000 

and CMM Level5.In last to last year, BPO of Infosys has certified for level 4.0, the e-Sourcing 

Capability Model for Service Providers developed by a consortium led by Carnegie Mellon 

University's Information Technology Services Qualification Centre. The company had 200,364 

of total professionals in the financial year 2017 which represents 129 nationalities and 36% 

are women and 89% of workforces were based in India. It has a global footprint with more 

than 100 offices and  development centers in America(Brazil, Canada, Chile, Costa Rica, 

Mexico and United States), Asia Pacific’s (Australia, Chian,  Hongkong, India, Japan, 

Malaysia, Newzeland, Philippines, Taiwan and South Korea), Middle east and Africa(UAE, 

South Africa and Mauritius),and Europe (Belgium, Croatia, Denmark, France, Germany, Italy, 

Finland, Spain, Russia, Switzerland, Sweden, UK and Norway). This organization has focused 

on both IT and ITES aspects of the study. The HR, facilities, employee empowerment and 

work-life balance measures as provided by the companies are revealed in a table below. 

Table4.6: Managing Human Resource Strategies at Infosys Ltd., India 

Area of Focus HR Practices and Interventions by 

the Firm 

Results anticipated and  as Received 

Recruitment 

and Selection  
• Sources of manpower supply 

• Selection Process 

• Employment Test and interviews 

• Managerial positions are trying to be 

filled by internally and if it is not 

possible for then it may go for 

externally only because to promote 

loyalty, developing morale, familiar 

with the organization, reducing 

training cost. 

• Based on initial screening on 

applicants and applications and 

suitable candidates  selected on 

various stages with logical test, 

vocabulary, reasoning, essay writing, 

mental or intelligence test, mechanical 

aptitude test, personality test, 

graphology test and medical test, 

formal interview, patterned interview, 

non-directive interview, depth 

interview, stress interview and panel 

interview. 

Training and 

Development 
• Upgrade workforce regularly 

• Provides training technical skills 

and soft skills  

• Company has awarded in American 

Society for Training and Development 

for Global Business School 

Foundation. 

• So many training programs provided 

through audio visual presentation. 

• New hires are called as campus 
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frivolousness and adopt their new 

roles as professionals and corporate 

citizens. 

Career Planning 

and 

Development 

• Created a place where  best fit 

among an employee’s career 

aspiration and its requirements 

• Continuous emphasis on career 

development programmes and 

career streams to achieve  career 

goal and accomplishment 

• Infosys adopted career streams are 

project management, customer 

interface, technical, program 

management, consulting (enterprise 

solution) and consulting (domain 

competency). 

• Infosys Career management strategies 

faced new challenges: a transformation 

for focussing on technical expertise 

career a focus on management 

expertise, and the speed with which 

this refocusing must be accomplished. 

Talent 

Management 

and Retention 

Strategies 

• Reward strategy and stock option 

• Promotional opportunities 

• Certificate based training 

programmes  

• It has announced 100 per cent variable 

bonus pay-out and restructuring the 

variable pay programme to attract and 

retain the right talent. 

Performance 

Appraisal 

System 

• Evaluating personal competencies. 

• Perfor Magic is the online 

performance appraisal system. 

• Self-Appraisal with the help 360 

degree appraisal and 720 degree 

appraisal. 

 

• Evaluation of personal skills and 

competencies like: timeliness, quality 

of work, customer satisfaction, 

knowledge dissemination, peer 

satisfaction with the team, increased 

business potential and developing 

optimal task solutions. 

• Followed self -appraisal, 360 degree 

appraisal and 720 degree appraisal and 

also adopted new updated techniques 

like: 

• Perfor Magic is the online 

performance appraisal system used by 

Infosys. Performance appraisals occur 

twice a year –the mid-year appraisal is 

in May and the annual appraisal is in 

October. There are two components in 

the Perfor Magic appraisal that are 

used to track overall performance 

during the appraisal period. The two 

components are: Goals and 

Competencies. 

Organizational 

Culture 

An inclusive work culture is promoted 

through- 

• Awards are given on the basis of 

meritocracy. 

• Openness is encouraged 

• Diversity is valued, and individual’s 

opinions are respected. 

• Equal rights and respect are also 

given to women employees. To enrol more women employees at the plant level. 

• Created a new policy for childcare, 

leave and sabbatical policy 

• To enroll more women employees at 

the plant level. 

• Created a new policy for child care 

and leave. 

• Implemented the sabbatical policy 

Source: Infosys Annual Report 2017-18 
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4.2.6 Tata Consultancy Services Ltd.,India 

An India based multinational IT services, TCS is having largest market capitalisation and 

generates 70% of dividends of the parent company (Tata Sons).TCS isa global leading and 

prominent IT services, business solutions and consulting organization, has entitled as the 

largest brand valuation firm as per the estimation of Brand Finance and has placed with other 

worldwide IT services along with IBM and Accenture.  It has ranked 10th in Fortune India 500 

in the financial year 2017. In the year 2018, the company became the first India based IT 

company by reaching market capitalization of $100 billion and Rs.6, 79,332.81 crore ($102.6 

billion) in Bombay Stock Exchange. As reported by Brand Finance IT Services 15th annual 

report,2018 has declared total brand value of  US $10.391 billion with growth of 14.4% from 

last year’s total of $9.081 billion and increase of $1.309 billion and declared as fastest growing 

IT industry among other IT industries. After that company is registered on the Bombay Stock 

Exchange (BSE) and National Stock Exchange (NSE) in India. TCS is having 289 offices 

across 46 countries over trained consultants of overall 390,000 and 147 delivery centres in 21 

countries and has having total of 67 subsidiary companies. Recently the company has rewarded 

50 awards in branding excellence, marketing and communication over  a worldwide campaign 

of digital empowers and acknowledged for leadership by winning 8 accolades at the Corporate 

Content Awards in London. This particular organization has focused on both IT and ITES 

aspects of the study. Table 4.7 enumerates the HR practices like recruitment and selection 

strategies, training and teamwork, compensation and benefits, performance management 

system of TCS in India for enrichment and enhancement of better work-life balance.  

Table 4.7: People Management Practises at Tata Consultancy Services Ltd.,India 

Area of 

Emphasis  

Practices and Interventions by the 

Firm 

Outcomes Anticipated and Results as 

Received 

Recruitment 

and Selection 

Strategy 

• Major Recruitment sources: 

➢ Internal introduction with 

promotion (times desirable for 

morale purposes)  

➢ Careers officers (and careers 

masters at schools)  

➢ University (Campus) appointment 

boards  

➢ Agencies for the unemployed 

 

• Major Selection Process (Internal 

and External Sources): 

➢ Interview  

• TCS applied recruitment through 

Project/ISU by the Resource 

Management Group (RMG),RMG 

reported the internal and external 

sources of employment through TAG 

(Talent Acquisition Group), classified 

into teams with recruitment of 

professionals and campus recruitment. 

• Eligible candidates called for interview 

in three stages: technical, management 

and HR Interview. 

https://en.wikipedia.org/wiki/Bombay_Stock_Exchange
http://www.communicatemagazine.com/awards/corporate-content-awards/the-winners/
http://www.communicatemagazine.com/awards/corporate-content-awards/the-winners/
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➢ Presentation  

➢ Case Study Analysis  

➢ Leadership Quality  

• External Process  

➢ Written Aptitude test  

➢ Interview (technical and 

nontechnical)  

➢ Case study analysis  

➢ Presentation  

➢ Leadership quality  

➢ Negotiation 

Training and 

Development 
• Based on driven strategy  

• Application of methodology and 

ROI 

• Training reflected on return on 

investment both in short and long term. 

• Feedbacks collected at regular periods 

and the functional heads involved in 

measuring the training impacts. 

• Learning and Development methodology 

used on TCS are e-learning, computer-

based training, classroom training, 

knowledge sharing sessions and 

continuous educational program in 

reputed institutions 

• Training modules are designed for 

Senior Project Leaders on Performance 

management, facilitating the 

implementation of P-CMM(being done 

for the first time in Asia). 

Career 

Planning and 

Growth 

• Competitive compensation 

packages,  

• Stimulating job content,  

• Outstanding development 

opportunities, 

• Career oriented professionals those are 

in the process of career stages have 

undergone training programs at TMTC 

(The TATA Management Training 

Centre). 

• Extensive Labs at ISABS and ISISD the 

constant exposure at the conferences in 

and out premises of the company. 

• Firm provided for the self-development 

as well as other technical updated 

programs to the aspired professionals 

and  also some of the professions joined 

in higher education extending 2 years to 

5 years. 

Compensation 

and other 

Allowances 

• Salary and monthly wage 

• Bonus and long-term incentives 

• Health Insurance and other 

compensations 

• The company provided basic wage 

House rent allowance Dearness 

allowance, City Compensatory 

allowance, and other economic benefits 

include paid holidays, leave travel 

concession. 

• Long term incentives included stock 

options or stock grants and health 

insurance covered legislation and law 

applied for and many insurance policies, 

and availed employee assistance 

programs, company products discounts 

and cars. 
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Attrition and 

Retention  
• Talent acquisition and retention 

strategies 

• Upgrading technology and re-skilling 

executives. 

• Career and Talent Management 

programmes provided to the 

professionals. 

• Talent Engagement Programme(Knome, 

Knowmax, PULSE, MAITREE). 

• Community health and safety policies. 

• Human Capital Analytics 

Performance 

Management 

System  

TCS conducted two appraisals: 

First at the end of the year 

and second at the end of a project. 

Individual Key Performance Indicators (KPI) 

are  determined by the executives themselves, 

which are reviewed online by their immediate 

manager and reviewer, checked and then 

accepted for implementation. 

• Appraisals are based on Balanced 

Scorecard, which tracks the achievement 

of executives on the basis of targets at 

FOUR levels. 

➢ Financial 

➢ Customer 

➢ Internal 

➢ Learning and Growth 
 

Source : www.tcs.com/India ,TCS Annual Report 2016-17 

4.2.7      Wipro Technology Ltd.,India 

Wipro Limited., is earlier called as (Western India Palm Refined Oils Limited) and  recently 

named as Western India Products Limited, is a global multinational  IT services, consulting 

services, infrastructure outsourcing, business process outsourcing. The industry has established 

in 1945 by Ajim Premji for the western vegetable products in Amalner, Maharashtra. Later on, 

in the 1970s and 80s, it has moved its attention towards new business in the field of IT services 

and computer Industry. In the year 1982, the company name was amalgamated from Wipro 

Products Limited to Wipro Limited. The industry operates with three segments like IT 

Products, IT Services, Consumer Care and Lighting whereas the segment of IT Services offers 

IT and IT enabled services to clients, and the IT Products part retails all range of Wipro 

personal desktop computers, Wipro notebooks and servers and also adding the value for 

reselling of desktops, servers, packaged software, storage products, and networking solutions. 

The Consumer Care and Lighting segment are manufacturing and distributing personal care 

products, baby care products, lighting products and hydrogenated cooking oils in the Indian 

and Asian markets. In the year 2011, the industry acquired the Commercial Business Services 

Business Unit of Science Applications International Corporation. It has listed as the position of 

75th by Forbes Global 2000 in the year 2016. It has recognized as world’s most ethical 
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industries of the world by US-based Ethisphere Institute for the sixth consecutive year. The 

company has known in worldwide for its inclusive portfolio of services and commitment 

concerning good corporate citizenship and sustainability with having over 160,000 committed 

professionals serving clients across six continents. This particular organization has focused on 

both IT and ITES aspects of the study. Table 4.8 indicates the HR practices of WIPRO Ltd, 

India for augmentation and enhancement of better work-life balance. 

Table 4.8: HR Practices at Wipro Technology Ltd., India 

Area of 

Emphasis  

Practices and Interventions by the 

Firm 

Outcomes Anticipated and Results 

as Received 

Employment 

policy and 

equal 

opportunity 

Discrimination and harassment 

• Free from illegal discrimination 

• Strict Sexual harassment policy 

• Recruitment strategies 

• Promoting  workforce diversity  

• Hiring policy encourages race, 

colour, religion, age, sex, marital 

status, ancestry, physical or mental 

disability, medical 

condition socio-economic 

background or sexual orientation. 

• Facilities of equal opportunities, 

including hiring, conditions of 

training, career progression, 

termination or retirement. 

• Made the strategy to have a mix of 

60 % fresher’s and 40 per cent 

experienced in the workforce, 

visited many reputed colleges and 

institutions to attract talented 

professionals in the last year. 

Flexible 

benefits 
• Autonomy to choose a flexible 

benefit plan 

• Allowed for professional  quarterly 

performance linked compensation 

• Some are eligible for interest-free 

loans and contingency loans 

• Other benefits  

Health and 

Medical 

benefits 

• Medical Assistance Program and 

the Medical Benefit Scheme 

• The executives are entitled for the 

Catastrophic Medical Assistance 

Plan and Medi claim benefits.  

• Professionals are allowed to 

the Group Personal Accident 

Insurance Program, Group Life 

Insurance Program and Employee 

Deposit Linked Insurance (EDLI) 

Program for their benefits. 

People 

Investment 

and Growth 

Aspects 

• World-class working environment  

• Opportunities to train and learn,  

• Wipro Employee Stock Option 

Plan (WESOP) 

• Interest-free loans mostly 

envisioned to cover housing 

deposits or the purchase of a two 

wheeler. 

• Promoted State-of-the-art programs 

in Leadership and Learning for 

professionals 

• Created e-learning and virtual 
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campus for a training on the 

demand. 

• Firms offered the executive career 

opportunities in core business 

division. 

• WIBGYOR stands for Wipro's 

Career Bands provide opportunities 

and responsibilities, outlines the 

behavioural competencies 

• Offered gymnasium and 

recreational facilities to executives. 

• Committed to continuing a 

workplace with privacy and 

personal dignity that must be 

valued,  appreciated and protected 

Attrition Rate 

and Retention 

Strategy 

• Benefits of Wipro Academy 

Software Excellence (WASE) 

• Emanated of the attrition rate of 

17.2 % in the year 2107 

• Staff retention plan 

• Career development and on-site 

opportunities (Notch up 

Programme) 

• Social Security benefits including 

extra benefits 

• Career development opportunities  

On-site opportunities the employee  

Work-life 

balance 
• Work Recognition 

• Work–family satisfaction 

• Work-family Enrichment  

 

• For the perfect balance of work and 

life, Wipro has initiated elements 

like paid holidays, maternity benefit 

with extended leave of absence and 

sabbaticals. 

• Encouraged to be a part of various 

Corporate Social Responsibility 

campaign under the banner 

'WiproCares'. 

• 'Mitr', Wipro's counselling initiative 

and Kids@Wipro offers children of 

executives’ a fun way of learning  

• The 'Fit for Life' initiative 

contributes into the right diet, best 

exercises to keep them fit. 

• Having a self-transformation 

initiative to create an ecologically 

sustainable influenced for 

stakeholders and communities to 

move towards ecological 

sustainability and also encouraged 

green initiatives. 
 

Source:Wipro Annual Report FY 2017-2018,www.wipro.com 
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4.2.8   HCL Technologies Ltd., India 

HCL Technologies Ltd., India’s 5th leading IT service industries, which is established as HCL 

enterprises in the year 1976. At that time, the primary three subsidiaries were HCL Info 

systems, HCL Technologies (initially it was Rand D division of HCL, emerged as a subsidiary 

in 1991) and HCL healthcare. It is a next generation worldwide technology which supports 

enterprises designing businesses for the digital age. The technology services, products, and 

engineering are fabricated on innovation, enterprise application services (EAS), world-

renowned management philosophy, invention engineering research and development (ERD), 

and risk-taking culture, infrastructure management and persistent focus on customer 

relationships. HCL serves leading enterprises across key industries over 41 countries including 

US, France and Germany, and UK with a global network of R and D, "innovation labs" and 

"delivery centres", comprising 250 of the Fortune 500 and 650 of the Global 2000. HCL is 

amid the top 20 leading India based publicly traded companies with a market capitalization of  

$18.7 billion by the year 2017 and produced revenues of USD 8.0 billion by June, 2018. In the 

year 2008, HCL acquired UK-based SAP consulting company named as Axon, which is 

contributing ~10% to its consolidated revenue and acquired Geometric Software in the year 

2016.This particular organization has focussed on both IT and ITES aspects of the study. The 

industry drives across segments comprising mining and natural resources, capital markets, 

aerospace and defence, energy and utilities, automotive, banking, chemical and process 

industries, oil and gas, consumer goods, healthcare, hi-tech, industrial manufacturing, media 

and entertainment ,insurance, logistics and hospitality, life sciences, manufacturing, retail, 

telecom, and travel, transportation. Table 4.5 shows the HR practices and facilities provided by 

the firms for intensification and improvement of better work-life balance. 

Table 4.9: Well-being of Professionals at HCL Technology Ltd.,India 

Focussed 

Area 

Practises/Interventions/Initiatives  Outcome Expected/Result Attained 

 

Employee as 

Strategic 

Partners 

• Believes with the approach of the 

EFCS (employee first and customer 

second) and with the concept of  

➢ MIRRIOR MIRRIOR 

➢ Trust through Transparency 

➢ Inverting the organization pyramid 

➢ Recasting the role of CEO 

 

• Notified and are forfeiting 

consideration and care to the 

executives are engaged. 

• Building the stimulus for change 

accepting in every odd and 

imperfect situation as catalysts for 

transformation. 

• Generating a culture of change- for 

building trust by elongating the 

wrapping transparency. 

Training and • Structural Training and Retraining • Develop  professionals to face new 
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Development ➢ On the basis technical and project 

requirement 

➢ For  skill alignment and 

competency development 

 

• Training for internal professional 

• External Training for professionals 

 

 

 

 

 

 

 

challenges  

• Combining group  tracks 

(organizational, professional 

general, professional-specific and 

individual)   

 

• Organizational track is targeted at 

all employees and has four pillars:  

• Principles and values, experience in 

patient care, quality and safety, and 

sustainability. 

• Professional-general track offers 

educational solutions to train 

professionals on the desired 

deliverables for each mapped 

competency.  

• Professional-specific track will be 

guided by area-specific indicators 

to Individual track will be the 

deployment of the individual 

performance program 

➢ 9.6 % attended for training in the 

last year 

➢ 36.8% professionals attended for 

external training 

Work 

Environment 
• Friendly work environment and 

culture 

• A culture of  ideaprenurship 

• Supportive organization culture 

 

• Avoid risks of child labour or 

exposure of youth to hazardous 

activities  

• Proactively prevent labour 

exploitation or any instance of 

forced or slave like labour 

• Monitoring workload using time 

card reports  

• Identify overloads and take action 

to ensure workload balance among 

employees 

Health  

Benefits and 

Leave Policies 

• Review of the safety, health and 

environment management 

methodology 

• Redesign of risk monitoring and 

risk reduction processes 

• Prevention of biological hazards 

• Availing leave policies on: 

➢ Leave Encashment (Planned and 

Casual) Maternity and Paternity 

leaves along with maternity leave 

benefits.  

➢ LTC(leave travel concession) for 

holidays with immediate family 

members.  

➢ Salary on payday and also Tax 

advisory may be availed. 

• Provided best approaches on 

Medical and Life insurance, Leave 

encashment , Superannuation, 

Gratuity , Allowances and Bonus, 

and proper appraisal mechanisms 

 

Others • Wistle Blower Policy 

• Leave policies 

• The philosophies of the trust 

through Transparency and 
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• Opportunities for internal job 

movements 

• A strong policy on job security 

• Employee Focussed based 

• Split payment and free product 

enterprise 

• Integrated employee engagement 

practises 

• Engaging corporate benefit 

programs 

• Shopping benefits 

• Rewards and Recognitions 

• Child care and merchandises 

Accountability are at the core of 

HCLT's existence.  And followed 

strict compliance with ethical and 

legal standards across the 

company,created policy of 

Whistleblower.  

• The report can be submitted to 

Whistleblower Committee, CEO's 

Office-HCLT, A-9, Sec.3, Noida, 

and U.P. India. An e-mail 

complaint can be sent to the 

Whistleblower Committee at 

whistleblower@hcl.com 

 

Source:  HCL  Technology Annual Report 2018, www.hcltech.com 

 

4.2.9  Mindtree Ltd., India 

Mindtree Ltd. is a global information technology consulting and implementation services 

which delivers business solutions through global software development. In August 1999, Mind 

tree Consulting Private Limited was established by 10 IT professionals, invested through an 

entity incorporated in Mauritius and funded by Venture capitals.The company offers the cloud 

enablement, mobility, e-commerce, digital transformation, testing, infrastructure, data 

analytics, business intelligence and ERP and EAT solution.   In the year, Mind tree has been 

categorised in the NASSCOM Top 20 IT-BPM Employers in India. The Company 

drivesprimarily in five segments such as BFSI (Banking, Financial Services and Insurance), 

RCM (Retail, CPG and Manufacturing),TMS (Technology, Media and Services),TH (Travel 

and Hospitality), and others. It also delivers services in India, USA, UK, Switzerland, 

Germany, UAE, Australia, Malaysia, Singapore, China, France, Ireland, Canada, Belgium and 

South Africa in the areas of product engineering, developing application and maintenance, 

analytics and information management , business process management, consulting, cloud 

computing, digital business's, independent testing, infrastructure management services, 

systems, applications, products (SAP) services. Table 4.10 shows the HR facilities and 

practices provided by the firms for intensification and improvement of better work-life 

balance. 

Table 4.10: HR Interventions of Mindtree Technology Ltd.,India 

Focussed 

Area  

 

HR Practices and Interventions by 

the Firm 

Outcomes Anticipated and Results as 

Received 

http://www.hcltech.com/
https://en.wikipedia.org/wiki/Mauritius


112 

 

Workplace 

Flexibility 
• Employee friendly culture 

• Autonomy on work from home 

• Friendly workplace with some fun 

and entertainment activities 

• Organization has managed his work 

culture with professional to increase the 

level of satisfaction as well as 

productivity of them. 

• It has received very low attrition rate in 

the year 2017 as compared to other IT 

firms.    

Training, 

Career and 

Professional 

Growth 

• Monitors the principle of ‘70-20-

10’, - i.e., “70% of the learning 

happens on the job, 20% over and 

done with mentoring, feedback and 

coaching, 10% through training, 

executive programs, books and 

online learning”. 

• As per the company regulations, 

learning process should be 

supported by the supervisor and 

skills must be set and designed by 

managers to identify potential of 

employee. 

• Structured developmental 

interventions are created to assist in 

fulfilling employee career 

aspirations. 

• Organization made them Future-ready, 

agile and upgraded workforce. 

 

• Technical professionals enjoyed on-site 

opportunities with easily availability of 

Visa and other facilities as compared to 

other firms. 

Leave 

Facilities and 

Welfare 

• Maternity and paternity leave  

• Day care of child with excellent 

facilities  

• Medical Insurance and 

opportunities for WLB 

• From the opinion survey of executives, 

they are satisfied with the medi claim 

facilities of maternity and paternity leave 

where they availed 6 months maternity 

leave and it may extended with specific 

reasons. 

Strong HR 

Policies  
• Competitive remuneration policy 

• Prevention of sexual harassment at 

workplace 

• Whistleblower policy 

• Late night cab facility 

• Career 2.0 programs for women 

executives who have taken a break 

from work. 

• Sustenance allowance policy 

• The overall objective is to promote the 

culture of a healthy and conducive work 

environment. 

• The company has been successful in 

doing so as it has been awarded 12 times 

in a row for being the best workplace. 

Source: Mindtree Sustainability Report 2017-18,Mindtree Annual Report 2017-18 

4.2.10    Tata Technologies Ltd., India 

Tata Technologies Limited incorporated in the year 1989,is one of the eminent profit making 

segments of the Tata Group and acquired by INCAT (European-based  Company, 

2005) ,headquartered in Singapore and regional headquarter in India (Pune),United States 

(Michiagn,Novi) and UK (Coventry),which delivers services in product life cycle 

management, product development, manufacturing, IT services management. The company 

works over 25 countries, and with having combined universal work force of more than 

https://en.wikipedia.org/wiki/Tata_Group
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8,500professionals comprising about 4,000 global professionals serving clients worldwide 

facilities. It has declared as 15th Largest IT Company in the Fortune India Infotech Industry 

ranking. It has worldwide leadership in outsourcing of engineering services and product 

development of IT services, aiding to design and develop the products the manufacturing 

companies. A firm with specialist’s designer, innovators with cutting-edge technology offering 

a competitive advantage to clients in the particular sector. The firm is a strategic partner for 

mounting vehicles, engineering subsystems and components, managing the New Product 

development (NPD) practice over collaborative business tools like PLM (Product Lifecycle 

Management) and binding collected information and comprehensive manufacturing enterprise. 

Table 4.11 shows the HR, facilities and practices provided by the firms for strengthening and 

enhancement of better work-life balance. 

Table 4.11: Managing Human Capital at Tata Technology Ltd.,India 

Focussed Area  

 

HR Practices and 

Interventions by the Firm 

Outcomes Anticipated and Results as 

Received 

Business and 

HR  Strategy  
• Supportive work culture 

• Cost-effective 

• Immediate productivity to 

quickly react to market and 

competitive trends 

• 24/7 Help Desk support 

• It has adopted a customer-focused 

field approach. Vigorous marketing 

processes and penetrating into the 

areas in parallel with development 

are some of the key techniques used. 

Closed Loop 

Learning and 

Career Growth 

• Program and project 

management 

• Training development and 

delivery 

• Methods development and 

support 

• Continuous staff training provided 

in regular basis  

• Explore exposure to skill retention 

strategies and challenges received. 

 

Client 

Relationship 
• Client relationships built on 

performance and loyalty 

• Rapid reinforcement of client 

workforce to meet tight deadlines or 

create new products. 

Organizational 

Culture 
• Analysing the history 

identity and values of the 

organization through 

➢ Regular behavioural 

training 

➢ New employee integration 

programmes 

➢ Staff meetings 

• Inspiring and talent-friendly work 

culture prevails.  

Organizational 

commitment 

and corporate 

sustainability 

• To develop things better for 

the planet, better for people, 

better for business ;better 

now, and better for the future 

• High levels of commitment 

developed among professionals 

• Prominent for better corporate social 

responsibility for community 

Talent 

Management 
• Cloud based solution for 

talent management 

• FTSS(First Track Selection Scheme) 

and other methods are employed to 
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Practieses • A reinventing talent 

management system based 

on digital strategies 

manage talent. 

Source :Tata Technology Annual Report 2018,web.tatatechnolgies.com  

4.3 Benchmarking WLB Practices 

The analysis and exploration in the preceding sections have described plenty of indications 

regarding the focus of human resource practices in global and national software firms for 

incomparable service delivery and unique strategic business performance. Henceforth, these 

benchmarked measures may be alleged as the indicators of better WLB of professionals in 

national software settings. The outcome of these value adding and productive practices is  

elucidated below: 

❖ Software organizations, predominantly have given emphasis on providing workplace 

flexibility like work from home, compressed work  week, sometimes 4/5 days in a 

week, flexibility to choose starting and ending time of timing schedule opportunities to 

the professionals. The organization setting encompasses of high-volume of innovation 

in technology, digital transformation and service delivery in time. For that purpose, 

firms need to satisfy and ensure the well-being of the executives, so that it will be easy 

to attract and retain the potential workforce to achieve organizational performance.  

❖ IT/ITES organizations, primarily focussed on career growth, training and 

developmental opportunities for their employees. Thus, the professionals and 

executives need to learn and upgrade continuously their skills, abilities and potential to 

astound the service demands. The firms also stimulate and encourage continuing 

education programs to help the executives to obtain higher qualifications and 

educations. Further, the organizations are emphasizing on swallowing strong leadership 

skills in their professionals for effective career growth and succession planning. 

❖ Health and wellness benefits are vigorous in software industries to ensure the well-

being of executives. The organizations are designed for safe and protected workplace to 

evade biological hazards and severe health risks. Further, the firms have also sponsored 

specific health and wellness programs to safeguard and facilitate better physical, mental 

and social health of the executives. 

❖ The industries highlight on higher compensation and benefits to attract, satisfy, reward, 

and retain executives. The compensation strategy strives towards confirming 

transparency and standardized remuneration and assuring competitive rewards for 
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better performance among the professionals. The organization also offers an array of 

flexible benefits to cater to the requirements of executives and their family members. 

❖ Advantages on increasing teamwork and communication are productive and fruitful in 

global software firms. Software Industries may conduct several events and initiatives to 

inculcate team spirit among the professionals. They also inspire practice of offline and 

online platforms to gather employee feedback and instil the culture of open 

communication. 

❖ Software organization may emphasized on family on priority basis such as spouse 

employment, child care facilities, availing parental or adult care conveniences and 

providing flexitime schedule to the executives so that they may spent and enjoy quality 

time with family as well as fulfil family responsibilities.    

❖ Global software firms may facilitate the degree of employee commitment and 

psychological empowerment to attract and retain the best talent among the executives. 

The firms may conduct annual surveys to measure the extent of employee commitment 

like employee perception survey, organizational climate survey, organizational culture 

survey, employee engagement surveys, employee satisfaction survey etc. The survey 

outcome may benefit the organization to identify gray areas and generate 

recommendations as well as action plans to enhance the commitment level of the 

executives. 

4.4 Conclusion 

The unilluminated situation of HR measures and interventions of the national and global 

software firms, provide ample of opportunities and hindrances at the same time. The 

prerequisite of software organizations is to apprehend that satisfied and potential workforces 

are significant for the accomplishment of organizational strategic goals. The leading IT players 

are not only highlighting on specific HR practices for improving the better WLB of the 

professionals, but also to attract and retain the satisfied workforce through the HR measures 

and interventions. The people management practices to the top software providers in the 

country foretell the poor HR practices in middle and small IT-ITES sector. The organization 

has to design both short term and long term objectives to attract and retain skilled 

employees/knowledge workers through WLB measures in the Industry. In addition, the firm 

may accumulate the human resource initiatives of global software organizations to elevate the 

resources of the current system. 
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As employee is the most important asset for any organization, so whether it is a private or 

public organization, every organization requires potential executives to survive in the 

marketplace. No organization can survive at any cost without its committed and loyal 

executives. The involvement of executives in a critical and important situation is one way to 

inculcate the feeling and emotions of the professionals, which proves that they are not just a 

worker for the organization but an imperative source of the organization. Every employee of 

an organization is considered as an invincible resource that not only helps the organization to 

attain his or her goals but also to prosper in this competitive marketplace. Having the right 

people at the right place is a mantra need to be followed by every organization, as retaining the 

best executives is a matter of great concern for the companies these days. From the manager’s 

perspectives, nothing feels better than having a productive and happy workforce as the 

manager is responsible and focused in an organization’s success. 

This chapter demonstrates the human resource practices and interventions in national and 

global software firms to augment the better WLB among the professionals. The chapter 

discusses ten cases, both Indian and global software industries comprehend the HR measures 

that have empowered the firms to increase and maintain the level of employee retention. A 

significant effort has been prepared to classify benchmarked WLB measures, which may be 

pertinent in Indian IT and ITES industries. WLB measures are infrequent and are indispensable 

in software and BPO industries as the priorities are on assuring employee well-being as well as 

increasing the level of satisfaction among them. The harmonized efforts by national software 

units to amplify better WLB among professionals may target to reduce the shortage of 

executives and perfectly matching with the job, client’s solutions, increase service delivery and 

intensify the level of performance in the overall software industries. 
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Chapter – 5 

Research Methodology 

The study adopts an analytical anda multi methodological approach to outline the research 

question and illustrates various explanations of the relationship between work-life balance, 

employee commitment, psychological empowerment, organizational citizenship behaviour and 

retention of professionals. It portrays a logical explanation of all required procedures to carry 

out the research beginning with research design, research objective, research universe, sample 

size, sampling method, research instrument design and data collection method. In the second 

phase of the chapter we have made an attempt to summarize the essential statistical tools and 

techniques used to identify and analyze the data to find out the practical implications of the 

study. 

5.1.  Research Setting 

Research, generally speaking, is a systematic exploration and investigation of the available 

study materials and resources to establish facts and reach at a conclusion. It is a creative and 

systematic activity undertaken in order to increase the knowledge base and using this 

knowledge to devise new applications. In other words, it is a scientific procedure for acquiring 

knowledge and understanding of the topics. It is pre-arranged gathering of information and 

facts for the improvement of knowledge. Research may be defined in different ways. 

According to OECD (2018),“research could refer to any creative and innovative activity that 

endeavours to amplify the stock of knowledge, including culture, society and the application of 

this knowledge to devise new applications. It has explained that research is a series of steps 

which is used to collect and analyze information in order to develop the understanding of a 

topic or issue consisting of three steps- (a) posing the questions, (b) collecting data for giving a 

solution, (c) explain the answer to this particular question (Creswell, 2008:4). It is mostly 

divided into two parts-basic research and applied research. Applied research is the use of basic 

research that gives solution to every problem and also gets possible solution. According to 

Kothari (2004:1),“Research constitutes defining formidable problems, formulating hypothesis, 

gathering, organizing, analyzing the data and facts and reaching at the assured conclusions 
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may be in the form of solutions towards the particular issues or some theoretical formulation 

on the issues”. To ensure the research study, some steps must be pre-defined to successfully 

implement the research plan in an organized and consistent way. The following sub-themes has 

been carried out with all aspects of research activities. 

 

5.1.1 Research Design 

Research Design is a comprehensive approach and holistic strategy that chooses to integrate 

the different mechanisms of study in a logical and coherent way to ensure that it addresses the 

research problem, constituting blueprints for the collection, measurement and analysis of 

data.It is a framework that provides a direction towards research work. The concept of research 

design covers the hypothetical, theoretical, methodological, and logical consequences pertinent 

to a meticulous study. It is important to comprehend what and where this exact strategy fits 

into the whole process from framing questions to final analyzing and reporting data.A research 

design is the systematic arrangement of setting in collecting and analyzing of data in such a 

way that is intended to combine the significance of  research objectives with systematic 

procedure (Kothari,2004). It is a theoretical structure within a particular boundary where 

research is conducted with the combination of the blueprint of data collection, measurement 

and analysis of data (Miller,2013).According to Kerlingers, “research design is a plan, 

structure and strategy of investigating to find solutions to the research questions” 

(Kerlingers,1986:47).The present study is measured by appropriate research designssuch as 

non-experimental, descriptive and exploratory research designs as a systematic method for 

collecting and analyzing data specifying research problem. Exploratory research designs often 

called formative research design are studies anticipated for formulating a problem for specific 

investigation or of mounting the working hypotheses from an operational point of view 

(Kothari,2004:31).In general, the three methods of the framework of research design as used in 

the study are (a) the survey of concerning literature, (b) the experience survey and (c) the 

analysis of ‘insight-stimulating’. In the views of Given (2008:761), a descriptive research 

design facilitates to present the answer to the questions-who, when, what, where and how-

associated with a particular research problem. Both the quantitative and qualitative context of 

research design cope with in this type of research design. The study is conjoined with 

hypothetical variables on work dimension and the family dimension of work life balance, work 

life balance, employee commitment, psychological empowerment, organizational citizenship 

behaviour and retention of professionals. The novelty of the study lies in the facts that no other 

study has been taken with the same variables in a single model and tested the validity and 
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reliability with all individual variables with extending existent literature. With descriptive 

research design, it is concerned with describing the characteristics of a particular individual, or 

a group. The study has used other methods that are supplementing to the descriptive research 

design and exploratory research designs like case study, opinion survey, and systematic and 

pragmatic investigation of the research problem. 

 

 

5.1.2 Research Universe 

The prime objective of this study is to explore the relationship between work life balance, 

work dimension and family dimension with employee commitment, psychological 

empowerment, organizational citizenship behaviour and retention of professionals in Indian 

software industries. Further, the study seeks to portray the mediating role of employee 

commitment and psychological empowerment between work life balance and retention of 

professionals and moderating role of organizational role of behaviour among work life balance 

and retention of professionals, psychological empowerment and retention of professionals, 

employee commitment and retention of professionals. The study incorporates professional-

working software units of eastern, western, northern and southern part of India such as: 

Bhubaneswar, Pune, Bangalore, Hyderabad, Jamshedpur, West Bengal for example - to get a 

comprehensive view of the research variables. The universe of this study comprises of 

software personnel (lower level and middle level) in various private/corporate industries like 

Infosys Ltd., Tata Consultancy Services Ltd., and Mind Tree Technology Ltd., Wipro Ltd., and 

Tata Technology Ltd. located in the major cities of India. The study has focused on these five 

specific software organizations as these all are emphasizing on the specific activities relating to 

IT (information technology) and ITES (information technology enabled services) domain. All 

the five specific units are focussing IT functions such as: data analytics, digital commerce, 

digital marketing, digital pumpkin, B2B customer services, IT services, software productions, 

hardware installation, and engineering and research and development in common. In general, 

these specific units are focused on ITES activities such as: telecom networking, remote 

maintenance, callcentres, business process outsourcing, back office operation, infrastructure 

optimization, internet based buying and selling, and customer services. 

 

5.1.3 Sampling Method 

Formulation of hypothesis and research problem is very imperative for choosing appropriate 

research design techniques and sampling. Sampling is a process of deriving data representative 
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or observation from a particular group. It is a method which entitles the researcher to obtain 

population inferences by examining subset of the population. Therefore, it is not indispensable 

for the researcher to take a census of all the elements of a population of the study. The most 

essential part of research is the selection of samples  which can represent the population 

adequately. We have applied stratified and simple random sampling methods to draw samples 

from the universe for collecting opinions of the respondents in this study. The population from 

a sample drawn does not constitute a homogeneous group; the stratified sampling technique is 

used to obtain a representative sample. The population is called stratified when the number of 

non overlapping sub-populations or strata and sample items are selected from each stratum. In 

the views of Johnson and Christensen (2008:226), “stratified sampling is a probability 

sampling that uses a two-step process to partition the population in sub-populations, or strata. 

Elements are selected from each stratum by a simple random procedure”. Whereas, Malhotra 

and Dash (2013:339) defined, “simple random sampling is a probability sampling technique in 

which each element in the population has a known and equal probability of selection. Each and 

every element is selected independently of every other element and the sample is drawn by a 

random procedure from a sampling frame”. The researcher visited only those software 

industries which provided permission to conduct the study in their organization. The 

professionals of the IT industry are divided into three strata namely lower level, middle level, 

and higher level executives. The information is collected from each stratum by simple random 

sampling. Table 5.1 elucidates some studies that have incorporated stratified simple random 

sampling. 

 

Table 5.1: Significant Research Reflecting stratified random sampling in work-life balance 

Author and Year Thrust of the Study 

Karhula et al., (2017) 8931 hospital employees were  selected (92% Women,8% Men)in 

Finnish Public Sector, U.K through stratified sampling to measure the 

relationship with working hours, shift workers, night shifts and work 

life balance. 

Naseem (2017) 350 professionals from Telecom Industry to examine the influence of 

job stress on employee’s happiness and life satisfaction through 

moderating the relationship of emotional intelligence by using 

stratified simple random sampling procedure. 

Kinman et al., (2016) The study identified work-home  resources model to investigate 

relationships between working conditions (demands and experiences 

of aggression) and time-based, strain-based, and behaviour-based 

work–life conflict in U.K.prison officers (N =1,682) through the 

stratified random sampling procedure. 

Jiang and Men (2017) Based on a random sample of employees (n = 391)working across 
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various industrial sectors in the United States, proposed and tested a 

model that examined how authentic leadership, transparent 

organizational communication,and work-life enrichment are 

interrelated with each other. 

Kosse and Lautsch 

(2018) 

Tested and developed model on work flexibility and occupational 

stress across 5 industries involving 483 employees through the 

stratified random sampling procedure. 

Antai et al., (2015) The analysis is based on graduate male and female in five occupations 

in Sweden (n=2400) by using stratified sampling. The study 

investigated women in the context of a dual-earner acquiring family-

friendly jobs as a strategy to keep work–family conflict down. Result 

found that women are more family and career oriented rather than man 

in their professional life. 
Source: Author’s own Compilation. 

The sample size is the number of respondents that are chosen from a population for the 

study. It is necessary to determine the statistical power and the accuracy of the results in 

social science research. The sample size of this study was determined by adopting the 

formula quoted by Malhotra and Dash (2013:365) as depicted below: 

 

….. (1) (Determination of sample size for infinite population) 

 

….. (2) (Determination of sample size for finite population) 

 

Where N is the number of samples for infinite population, N is the number of samples for 

finite population; Z is the confidence level at 95%. P is the estimated prevalence of a trend in 

the population, and E is the margin of error at 4%. This study considers 95 percent confidence 

level at which the Z value is 1.96 as per the standard normal distribution table. P is the 

prevalence of employee competencies among Indian cement industry employees, which was 

expected to be 60%. A margin of error of +/- 5 % is assumed in the study. Thus, to compute 

the value of N (infinite population), the present study has supposed (Z = 1.96, P = .06 and E = 

+/- .04). 
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A total of 669 valid responses were used to measure the impact of work life balance on 

employee commitment and retention of professionals among IT-ITES Industries. Furthermore, 

a larger number of samples can decrease the sampling error and response bias. The study is 

conducted by administering 847 questionnaires among the respondents, which is almost close 

to the double of the prescribed sample size in the contemplation to overcome response bias and 

sampling error related to stratified simple random sampling. 

 

5.1.4 Data Collection 

The study incorporates primary and secondary sources of data to produce maximum response 

on the study variables. The information collected is original in character and collected for the 

first time in the form of primary data. The primary data have been collected in Infosys Ltd., 

Tata Consultancy Services Ltd. Mind tree Technology Ltd., Wipro Technologies Ltd., and 

Tata Technology Ltd. located in the major cities of India such as Pune, Jamshedpur, 

Hyderabad, Bangalore and Bhubaneswar and relevant secondary information relating to the 

study was collected from their respective organization websites. The researcher has requested 

the software administrators / managers of the concerned firms to get the consent and 

permissions to carry out the survey by administering a structured questionnaire among their 

employees. A structured questionnaire was distributed among 847 respondents to elicit 

relevant information. The researcher has given several gentle reminders to the concerned 

respondents to the specific software firm. The total response rate of the survey is seventy nine 

percent, 78.98% (N = 669) after excluding incomplete questionnaires and non-response, as a 

researcher must attempt to reach at least 60 percent response rate to obtain representative 

responses of the sample (Punch, 2003).The table mentioned below represents details of total 

nos. of the questionnaires distributed and total number of valid responses received from the 

respondents. The earlier information collected and tested statistically and available in the 

current archives in the published form is called secondary data. The study has assimilated 

secondary sources from the NASSCOM review report, research reports, case studies, company 

manuals and other documents available in websites along with journal articles and books from 

which the dominant trends and practices of work life balance were available. 
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Table 5.2: Information on Valid Response to the Research 

Sl 

No. 

Organization Name Total No of 

Questionnair

e distributed 

Total No of 

Questionnair

e Received 

Total No of 

Valid 

Questionnaire 

Percentage 

of Valid 

Response 

1 Tata Technologies Ltd 201 175 160 79.6 

2 Mind Tree Ltd 137 115 95 69.34 

3 Tata Consultancy Services 195 173 153 78.46 

4 Infosys Ltd 154 141 129 83.76 

5 Wipro Technologies Ltd. 93 84 81 87.09 

6 Others (Techno tips, HCL 

and Accenture) 

67 55 51 76.11 

 Total 847 743 669 78.98 

Source: Author’s own Compilation. 

 

5.1.5 Research Instrument Design 

The researcher has carried out an opinion survey by using a structured questionnaire to explore 

the hypothesized relationship established in the study. The indispensable factors influencing 

work life balance on employee commitment and retention of professionals in software firms 

were investigated to design the questionnaire. The instrument of research was prepared 

systematically through an extensive literature review of earlier scholars and identified the 

consequent research gaps. The researcher has adapted some items of specific study variables 

and provided an adequate explanation of the variable. Furthermore, the study variables have 

been measured several times to find a lack of justification on existing literature. The items are 

also modified and customized to be pertinent to the local setting and feedback received from 

the respondents during the period of pilot study. The the first section of the research instrument 

of the present study is reflecting on socio-demographic profile of the respondents. The 

questionnaire contains 116 items covering five sections, i.e. Work-life balance, employee 

commitment, psychological empowerment, organizational citizenship behaviour and retention 

of professionals as perceived by the professionals of the relevant organizations. The responses 

based on the items on the questionnaire were measured on a five-point Likert’s scale ranging 

from 1 to 5 denoting strongly disagree, disagree, neutral, agree, and strongly agree 

respectively. 

 

5.1.6  Study Variables 

The first section of the questionnaire consists of independent variables of work dimension and 

family dimension factors influencing the dependent variable (work life balance).This section 
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consists of six independent variables from work dimension side, namely, flexibility at work 

place, health and wellness benefits, work environment, financial and non-financial rewards, 

career progression, teamwork and communication, and five independent variables from family 

dimensions like partner support, child responsibilities, elder care responsibilities, family and 

social supports, personal and family demands. The measures of each variable expressed are the 

followings: 

5.1.6.1  Independent Variables - Work Dimension Factors:  

Flexibility at work Place: It measures role of flexibility at work place for maintaining the 

balance between personal and family life. The items of the variables have been obtained from 

previous researchers. To measure the attributes of workplace flexibility   policy and practices 

and its linkage with organizational strategy was measured with three items which is adapted 

from the study by Benson (2005).Personal autonomy towards work consisting of two items has 

been adopted from the scale of Wessels (2012).Individual and family satisfaction for 

workplace flexibility has been added after the pilot study as the respondents had viewed that 

the two constructs are important for successful implementation of flexibility at work place. 

Health and wellness benefits: A nine-item instrument captures the views regarding employee 

health and wellness benefits. This attribute that describes employee perception towards 

employee health and wellness benefits that can enhance the level of employee satisfaction and 

healthy workplace and work setting with three items has been adapted from the measures of 

Cass et al. (2003). The attributes of conveyance facilities and organizational facilities on health 

measures have been described with three items adapted from the scales of Thomas and 

Gangster (1995).  

Work Environment: It consists of seven items of work environment measures provided by the 

organization. The measures of the attributes like healthy and conducive climate, positive 

encouragement towards organizational problems (2 items), free and open communication (2 

items), adequate resources provided by the organizations and free from verbal abuse and 

violence (3 items) have been adopted after the scale of Hennessy (2007), Wessels(2012) and 

Branch (2008) respectively. 

Financial and non- financial Benefits: A ten-item instrument details the views regarding the 

financial and non-financial benefits of the professionals prevalent in the organization. The 

attributes of performance incentives and fair treatments were measured with three items 

adapted from the measures of Coke and Jung (2009). The attributes of recognition, rewards, 
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involvements, and compliments for the individual performance are measured with four items 

adapted from the scales of Men and Stacks (2013). The items “enjoying constructive criticism 

of the work from co-workers” and “Participate in establishing the goals and recognition and 

reward received by the virtue of work performance” were added as per the suggestions 

provided by professionals in the pilot study. 

Career Progression: The seven items relating to the career progression of the employees of an 

organization are relatively helpful for the development of employee’s efficiency and skill. To 

measure the attribute of encouragement from superiors about career advancement and 

counselling and organizational support for continuing education has been measured with four 

items adapted from the scale developed by Clouston (2012). The attribute of identification of 

developmental needs and transparency in career management have been measured with two 

items from cote et al., (2011) Approval of study leave/skill enhancement courses has been 

added as per the suggestion of the respondents. It appears to be an unexplored aspect of 

individual development that needs inclusion in the study. 

Teamwork and Communication: A seven-item instrument describing five broad areas of 

teamwork and communication practices has been included in this study -complementary skill 

for goal setting and interpersonal relations (3 items), role clarification and problem solving 

skill for project management (2 items) and effective communication process for organizational 

behaviour and setting (2 items) These items have been adapted from Clouston (2012) and 

Verma et al., (2009). 

5.1.6.2   Family Dimensions Factors: 

Partners Support: In order to know the perception of  partners’ support towards smooth 

balancing of life with family life and professional life, the attributes of recognizing feelings 

and needs, and emotional support provided by the spouse have been measured by the three 

items adapted after the scale developed by Mill et al., (2004), attributes of supportive partners 

(2 items), organizational initiatives towards spouse employments and other wellness factors (2 

items) are taken from the scale of  Lemay and Clark (2008) and Stafford and Canary (1991). 

Childcare and Responsibilities: To assess the child care responsibilities prevailing in the 

organization seven-items concerning the attributes on the warm relationship with child, 

happiness of child and organizational arrangements of child nurture and care are identified 
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from the scale of Smell and Lauster (1990),Oakley et al.,(2005), Kagaki et al., (1995),Schafer 

(1985). 

Eldercare Responsibilities: This consists of six items with respect to meeting the requirement 

of parents, elder care hospitals and elder care assistance programs, spending quality time with 

parents. This has been studied following the scale of Kossek et al., (1993),Hennessy et al., 

(2007) and Waumsley et al., (2010). 

Social and family Support:  This construct has been used as a work-life balance need for 

professionals and the items have been measured on the attributes like supportive and 

encouraged family, neighbours and friends’ attention towards employees by the scale of Kunce 

and Shaver (1994), Walmsely et al., (2010). Two other items like, “My family makes me feel 

good what is done by me” and “Family and social supports will improve the degree of WLB” 

have been included by the researcher after discussion with respondents during the pilot study. 

Personal and Family Demands: Six items of personal and family demands measures of the 

professionals often influence the organization. The measures of the attributes of healthy and 

supportive family, importance of less demanding family (3 items) have been studied after the 

scale of Lennary and Clark(2008). The researcher has also used her own experience faced at 

the time of pilot study and so has taken the items, “I never neglect my job as my family 

members are truly encouraging and manage the requirements of the family in an emergency 

situation’’ and “Occasional family demands will enhance the degree of WLB”. 

5.1.6.3  Dependent Variable including mediating and moderating variables  

Work life Balance: The vital aspect of this study is work-life balance and the attributes 

concerned with the attention of the organization towards Work life balance benefits for the 

employees. The specific measures analyzed in this study are the potential ability among 

personal and family life, social life, supervisors support towards WLB benefits. This aspect is 

often openly discussed with the professionals along with community activities towards work 

life balance, quality of work life measures which have been adopted from Grzywacz and 

Nadine, (2000), Greenhaus (1886),and Aryee et al.,(2005) for the study. 

Employee Commitment: Seven items have been taken to measure the affective, normative and 

continuance commitment towards the organization. The first two items and last three items 

have been taken from the scale developed by Allen and Meyer (1990), and the remaining items 

are adopted from the works of Mowday et al., (1979). Employee commitment plays a 

mediating role in work-life balance and retention of professionals. 
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Psychological Empowerment: To define and measure the determinants of psychological 

empowerment like meaning, impact, self-determination and competence, seven items has been 

used in the study. The first three items are based on the scale developed by Spreitzer (1995) 

and Johnson (2015). The rest of the items have been measured after the study made by Zyange 

and Bartol (2010).In this study we have made an attempt to show how psychological 

empowerment plays a mediating role in work-life balance and retention of professionals. 

Organizational Citizenship Behaviour: An employee’s perception of organizational 

citizenship behaviour correlates positively (with moderate to strong association) with the 

objective measures of work life balance and also in retention of professionals. Therefore, the 

study analyzes the attributes of organizational citizenship behaviour like altruism, 

conscientiousness, civic virtue, courtesy and sportsmanship. Two items developed by 

Padokasaff (1990) and Bell and Menguc (2002) measure employees’ perception towards 

company rule and regulation and involvement in various activities.  However, the measure of 

employee perception on cohesive workforce items has adopted by the study of Mizzi and 

Rocco (2013).  

Retention of Professionals: Measures of retention of Professionals consist of seven items that 

influence the organizational practices. The measures of the attributes like supportive 

organization, healthy atmosphere, and positive work environment are explained using the three 

items adapted from a study by Zhao et al., (2011).Other items of the scale are measured by  

Peladeau (2003) and Elenbecker et al., (2008). 

 

5.1.7 Control Variables 

We have used control variables in our study to minimize the error terms, amplify the statistical 

power of the outcome by excluding alternative explanations of the hypothesized relationships 

in the study Atinc et al., (2011).It may explain latent variance of dependent variables and 

expose the biased relationship among the study variables. Further, it acquires socio-

demographic factors as control variables for systematic estimation of hypothesized model and 

thus may avoid confounding results. In many significant studies, earlier researchers have 

considered age, educational level, marital status, having child or not, gender, work experience 

and hierarchical level in management as control variables. The present study has considered 

gender, marital status, having child, age, designation and level of experience belonging to the 

control variables. The demographic variables in the study have been coded into different 
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scaling techniques. As it depends on different responses, these codes vary from binary 

nominations i.e. 1 and 2 with multiple nominations like 1, 2, 3, 4 and 5. In this research, the 

subsequent codes are considered against each option of control variables. 

The study has scheduled 1 for male and 2 for female in the aspect of gender. In the same way, 

the age of the participants is separated into four sub-groups and coded by assigning 1 for 20-30 

years,2 for 31-40 years,3 for 41-50 years and 4 for 51-60 year group respectively. The category 

of educational qualification is coded by the scaling 1 to 4 in the ascending order like 10th and 

below, intermediate/ diploma, graduation, post-graduation respectively. In the category of 

marital status,1 is coded for married professional and 2 for unmarried professionals. The code 

3 is used for widow or divorce categories. The scaling varies from 1 to 3 for lower level 

managers, middle level managers and senior level managers. The research has used 1 for 

having one child,2 for two children and 3 for no child. The managerial experience is 

distributed from 1 to 4 by the ascending order of 0-5 years,6-10 years,11-15 years and 16-20 

respectively. Selected organizations like Infosys Ltd, Tata Consultancy Services Ltd, Mind tree 

Technology Ltd, Wipro Ltd., Tata Technology Ltd. and others (Techno tips Ltd., HCL Ltd. 

and Accenture Ltd.) are coded as 1,2,3,4, 5 and 6 respectively.The table (5.3) mentioned below 

highlighting the research works, which are undertaken by various scholars on demographic 

factors influencing work-life balance. 

Table 5.3: Pivotal studies reflecting demographic factors as a control variable 

Author / Year Thrust of the Study 

Vives et al., (2018) The paper describes gender, age of both men and women workers at 

Chile. It has analysed the relationship between employment, working 

conditions, work-life balance and health. Result found that occupation 

rate decreases after the age 54 in case of women and 59 in case of men. 

Part-time work increases from the age of 50 onwards, especially 

among women. 

Bennet et al., (2017) The objective of this paper is to investigate family-to-work conflict and 

work-to family conflict taking with the account of life cycle stage 

differences and generational cohort. This study has selected 428 

families as participants and key variables are WFE, FWC and age. 

Gibb et al., (2018) The study has found from New Zealand and other overseas countries, 

increasing numbers of women have entered the labour market and have 

been working increasingly longer hours in paid employment.  

DePasquale et al., 

(2017) 

It has  investigated with 823 employees occupying diverse family care 

giving roles and their non care giving counterparts in the information 

technology division of a white-collar organization differ on several 

indicators of psychosocial stress along with gender differences in stress 

exposure.  

Hasan and  Ten  

(2017) 

This research explores the association between work-life balance and 

job satisfaction among working adults in Malaysia with gender and 
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race as moderators. 120 respondents completed the questionnaire. 

Based on the results, the relationship between work-life balance and 

job satisfaction is significant. 
Source: Author’s own Compilation. 

 

5.1.8 Content Validity 

Content Validity is an imperative aspect of research methodology, which defines how well a 

test measures the intended behaviour. Before using and approving the research instrument for 

data collection, the study has been tested for content validity. The peer group researchers 

accumulate all the items of the questionnaire. The study has investigated into each item to 

determine the accuracy, clarity and relevance for measuring the variables. The items are 

assessed on a scale of 1 to 4 where1denotes not relevant, 2 relevant with major revision, 

3relevant with minor revision, and 4 as relevant respectively. The study has considered only 

the items having content validity from 3 or 4. Additionally, the items are amended and 

modified as per the suggestions of the peer group researchers. 

5.1.9 Pilot Study 

A smaller scale of preliminary study is conducted in order to examine time, cost, 

feasibility and practical problems faced by the researcher and provide a study design prior 

to the future performance called Pilot study. A set of observations or small-scale 

experiment is undertaken to plan, whether and how to launch a full-scale project. 

According to Pilot et al. (2001 :467) "small scale versions or trial runs are done in 

preparation for the major study". Further, research instrument can also be the pre-tested or 

'trying out' by the pilot study method. The whole proposed research method may be 

complicated or a failure or may be inappropriate without pilot study conducted before. In 

the words of De Vaus (2013), "Do not take the risk, Pilot test first."These are imperative 

reasons for undertaking a pilot study. The prime objective in undertaking the pilot study is 

to pre-testing the survey questionnaire for the structure, suitability and clarity as per the 

duration and reliability to complete the process. Consequently, the researcher has 

encountered that the pilot study has several fixed ambiguities. The pilot study has been 

conducted in three software industries located in the state of Jharkhand and Telangana in 

the year 2016. A total number of 287 valid responses were collected from Tata 

Technologies Ltd, Tata consultancy Ltd, Jamshedpur and Mind Tree Ltd, Hyderabad. 

Some items have been amended and modified for the understanding of respondents 

depending on the experience gained from the pilot study. Further, for comprehensive 
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measurement of the study variables, few items have been adopted for further study. The 

observations on the response of the respondents are also incorporated in the final round of 

questionnaire and used for data collection in the pilot study. The validity of the constructs 

has been analyzed through exploratory factor analysis, where the items having lower factor 

loading has been dropped and a valid instrument is developed. The details of total no of the 

questionnaires distributed and total number of valid responses received from software 

industries are provided in table 5.4. The items modified/added/deleted as per the 

suggestions of the respondents and often appearing ambiguous in nature are given in table 

5.5. 

Table 5.4: Specific Responses as Collected in Pilot Study 

Sl. No. Name of the 

Organization 

 Total No of 

Questionnai

res 

distributed 

Total No of 

Questionnaires 

Received 

Total No of 

Valid 

Questionnai

res 

Percentage 

of Valid 

Responses 

1 Tata Technologies 

Ltd 

155 138 130 83.87 

2 Tata  Consulting 

Services 

75 65 58 77.33 

3 Mind Tree 

Technologies Ltd 

125 111 99 79.2 

 Total 355 314 287 80.84 

Source: Author’s own Compilation. 

Table 5.5: Items Modified, Added and Removed after the Pilot Study 

Variables Items Modified/Added/Deleted Reason 

Flexibility at Workplace Items added 

1. I am able to adjust the work schedule 

to meet the child care needs. 

2. I feel flexible work pattern will 

enhance the balance between work and 

family life. 

Based on 

respondents view 

Job Involvement This construct has deleted totally as no 

significant relationship with the dependent 

variable (WLB), by analyzing the 

exploratory factor analysis. 

 

 

Interpersonal 

Relationship 

 

This construct has deleted totally as no 

significant relationship with the dependent 

variable (WLB), by analyzing the 

exploratory factor analysis. 

 

Health and Wellness 

Benefits 

Items added 

1. I am getting the opportunity for 

extending suggestion towards healthy 

work environment. 

Added from 

perception and 

opinion of managers. 



131 

 

2. Organization provides wellness 

programs and their benefits to the 

employees. 

Work environment Items modified 

1. There is free and open communication 

within the organization 

2. I am getting adequate resources with 

respect to my job by the organization. 

Based on 

respondents view 

Financial and non 

financial Rewards 

Items added 

1. I feel employee involvement and 

empowerment at here. 

2. I enjoy constructive criticism of the 

work from co-workers. 

 Added to increase 

the items under  non-

financial benefit  

Career Progression Items added 

1. I may avail study leave for continuing 

education 

2. I am satisfied with the progress that 

has made towards meeting the career 

goals. 

Based on 

respondent’s  opinion 

Teamwork and 

Communication 

Items added and modified 

1. The degree of interpersonal conflicts 

among team members is very rare. 

2. Team assignment will help members to 

grow and mature them within a 

specified time. 

Better clarification of 

the items 

Childcare 

Responsibilities 

Items modified 

1. I make alternative arrangements for 

children while involving in work 

assignment 

The item modified 

for better 

understanding of the 

items. 

Eldercare 

Responsibilities 

Item added 

1. Work pressure does not hamper for my 

family members 

2. Able to meet the requirements of my 

parents’ need. 

 

Based on the view of  

respondents  

Social and Family 

Support 

This new construct has been added as per 

the response perceived by the researcher 

during the pilot study. 

 

 

Personal and Family 

Demands 

This new construct has been added as per 

the response perceived by the researcher 

during the pilot study. 

 

 

Work-life Balance Items added 

1. Supervisor style supports for balancing 

work and family life. 

2. I am able to stay involved in non-work 

interests and activities. 

 

New items added for 

better clarity and 

transparency of the 

variables. 
Source: Author’s own Compilation. 

5.2 Internal Consistency Reliability (Cronbach’s α) 

The study has explored the relationship between the study variables developed through some 

constructs and items. To measure the reliability and internal consistency among these study 

variables, the study has analyzed Cronbach alpha that defines a measure of how well the items 
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on the test measure the same idea or construct. In the views of Malhotra and Dash (2013:279), 

it is “an approach to examining the internal consistency for the set of items when several items 

are simulated in order to form a total score for the scale”. Each item of this scale has been 

measured with the aspect of the construct measured by the entire scale, and the items are 

required to be consistent with the characteristics, which they are indicated. This reliability 

measure concerns the internal consistency of the set of items forming the scale. As per 

Malhotra and Dash (2013:279), “co-efficient alpha is a measure of internal consistency 

reliability that is the average of all possible split-half coefficients resulting from different 

splitting of the scale items”. The coefficient alpha varies from 0 to 1, and if the value of 

Cronbach alpha is 0.6 or less, it generally indicates unsatisfactory internal consistency 

reliability and if it is greater than 0.6 or more it reflects high or satisfactory consistency 

reliability. Table 4.6 shows few significant studies perceived as an internal consistency 

reliability to draw inferences form the study. The formula for Cronbach’s α is as detailed 

below: 

 

Table 5.6: Pertinent Research Undertaking Internal Consistency Reliability Analysis 

. 

For X = Y1+ Y2+ Y3+…. Y K Cronbach’s α is defined as: 

 ........... (3) 

Where K is the number of items;  is the variance of the observed total scores;  is 

variance of the component i for the current sample of the respondents. 

Author, Year Thrust of The Study 

Sexton et al., (2017) This study exhibits 7923 of 9199 healthcare workers from 16 hospitals 

completed the survey in 2009 with the response rate of 86% with 

having  work–life climate scale internal consistency of Cronbach 

α=0.790.  

Balkin et al., (2018) The study has defined in between work life balance domains and work 

addiction of African Americans  of 115 professionals (47 male and 68 

women) The study has analyzed Cronbach alpha and multiple 

regression analysis where community support became an important 

indicator to decrease the work addiction.  
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Source: Author’s own Compilation 

5.3 Descriptive Statistics  

The present research has been conducted on a preliminary basis, which exhibits an elementary 

transformation to reveal the fundamental characteristics of the data called ‘descriptive 

statistics’. It is a brief descriptive coefficient, which summarizes the outline of given data, 

which may presume the representation of the entire population. Descriptive statistics are 

divided into two parts - one is measures of central tendency and the other measures of 

variability or dispersions. The statistics, which describes quantitatively and summarizes the 

characteristics of a collection of information, unlike inferential statistics, is not developed like 

the probability theory. The measures which are commonly used to describe a data set are 

measured is called measures of central tendency which includes mean, median and mode 

where measures of variability or dispersion includes standard deviation or variance. 

“Descriptive statistics constitute a summarization of the data where a large number of 

observed values are mathematically converted to a few numbers” (Given 2008: 209). “The 

distribution of the data set prepared by summarizing the number of times a particular value of 

a variable occurs” (Zikmund et al., 2010: 413). The researcher can group the values denoted 

by variables to form categories and suitably detect the frequencies in the dataset. A graphical 

Ghislieri et al., (2016) This study examined the work relationships and job demands which 

can interact with work–family enrichment and work-family conflict. 

The study analyzed 500 nurses and health care executives of Italian 

hospital and the study has used research methodology of hierarchical 

regression analysis and Cronbach alpha. Result reflected as work 

family conflicts has a positive relationship with job demands and 

negative relationship with perceived organizational support. 

AlAzzam et al., 

(2017) 

This study proposed to investigate the prevalence of work–family 

conflict and relationship between work–family conflict and level of 

satisfaction among Jordanian nurses. The questionnaire has been self-

administered for collecting relevant information from convenience 

sampling 333 Jordanian nurses by applying Cronbach alpha, 

descriptive statistics and correlation design. 

Xin et al., (2018) This study investigated the relationship between workplace sexual 

harassment and family satisfaction of their husbands with playing 

mediating roles of employees’ job tension and work-to-family 

conflict (WFC) and also with the moderating role of employees’ 

work–home segmentation preference. The results as analyses with 

210 Chinese employee-spouse. 

Hasan and  Teng 

(2017) 

This research explores the association between work-life balance and 

job satisfaction among working adults in Malaysia with gender and 

race as moderators. 120 respondents completed the questionnaire. 

Statistical Package for Social Science (SPSS) version 22 was used. 

Reliability, descriptive statistics, one-way analysis of covariance 

(ANCOVA), t-test and one-way analysis of variance (ANOVA) were 

tested in this study. Based on the results, the relationship between 

work-life balance and job satisfaction is significant. 
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tool has been represented for frequency distribution known as histograms, bar charts, and 

scatter plots. 

The central tendency, measures exhibits a numerical descriptive measure which indicates the 

center of distribution of the data set. It is a single number, which is reflected, in typical data 

set as a whole. The central tendency includes three most popular common measures such as 

mean, median and mode. According to Kothari (2004:132), “the fundamental measure of 

central tendency is the mean which is defined as the value computed by dividing the sum of 

the values of given items in a series by the total number of items”. It summarizes the necessary 

characteristics of a series and enables to contrast and compare the data with others. The central 

tendency measure is used for additional statistical calculation. Of the three measures of central 

tendency, mean is widely used and popularly called the arithmetic mean. If we compute mean 

for the population, it is called parametric or population mean denoted as µ (Mu). The mean is 

a set of measurement or values and is the sum of all measurements divided by the number of 

measurements of the data set. “The mean has some limitations; i.e. - it is affected by high 

values of the item; its value may not match with the actual value of any item in the data set, 

and often leads to wrong interpretation, particularly when the item scores have a greater 

deviation from the average” (Kothari, 2004:132).The other measure of central tendency is 

median. The median (Md) is denoted as the middle value of the sample, when the data are 

ranked in order of size.“It is designed by rearranging all the items of a particular series from 

the order of ascending or descending of magnitude, and middle value of the item of the series 

is taken as the median. The series of arrangement is divided into two different parts; the first 

part constitutes each and every item that is less than the median, whereas the second part 

contains all items having higher value than the median” (Kothari 2004:132). In the context of 

qualitative phenomenon, it is a positional average of the series. The median is not commonly 

used in descriptive statistics and cannot be used with the researcher’s desire to assign relative 

importance or weights to items in a series. The mode is the last measures of estimates of the 

central tendency, which represents the value in a series that occurs most often. The mode is 

signified as value, which occurs most frequently in asset of measurement in a particular series. 

This is also a positional average and is not affected by the high values of items. The mode is 

having assured limitations, which cannot be determined in the whole series having two v mode 

values. Generally, central tendency, measures optimally exhibits a series by using a single 

score and further does not reveal the entire characteristics of the study variables. The measures 

of dispersion fulfil the limitations of mean, median and mode. 
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The measures of central tendency is not sufficient to analyze the data, two data are having the 

same mean that may have different series. Extent of variance is required to describe the data 

that is given by measures of dispersion that consists of common measures of range, inter 

quartile range and measures of dispersion. Measures of dispersion are defined by spreading of 

the item in a series having the actual value of the average. The pertinent measures of 

dispersion that is used for specific analysis is called range and standard deviation. “The range 

is one of the simple and traditional ways of suitable measures of dispersion and is the variation 

between the values of the extreme items of a series, i.e. the highest value of an item in a series 

- lowest value of an item in a series” (Kothari 2004: 134). The range gives a quick indication 

or overview of the data variability. The range also has various drawbacks which are never 

stable as it is measured on only two items of the variable, higher and lower and is exaggerated 

by sampling fluctuations. “Standard deviation (δ) is one of the most extensively used measures 

of dispersion. It is derived from computing the square root of the average sum of the squares 

of deviations. The deviation of each item is calculated as the difference between the item value 

and the mean of the series” (Kothari 2004: 134). This deviation may have negative and 

positive aspect; so the square of this deviation is used to acquire a positive value. The squared 

deviations of each and every item in the series are summed up to generate the sum of squares. 

Additionally, the average sum of squares is derived by dividing the sum of squares by the 

number of items in the series. The average square sum is also known as variance. The square 

root of the variance provides the value of standard deviation. Standard deviation is very less 

exaggerated by sampling fluctuations and easy to mathematical manipulation. Therefore, it is a 

very common estimate of the scatter of the items in a series and mostly used for estimation and 

testing of hypotheses. Descriptive statistics have been applied in this research to portray the 

characteristics and natures of the sample data. The Table below exhibits some significant 

research, which has used descriptive statistics used for specific results of the study. 

Table 5.7: Significant Studies Emphasising on Descriptive Statistics 

Author and Year  Thrust of the Study 

AlAzzam et al., 

(2017) 

This study proposes to investigate the prevalence of work–family 

conflict and relationship between work–family conflict and level of 

satisfaction among Jordanian nurses. The questionnaire has been self-

administered for collecting relevant information from convenience 

sampling 333 Jordanian nurses by applying Cronbach alpha, 

descriptive statistics and correlation design. 
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Hasan and  Teng 

(2017) 

This research explores the association between work-life balance and 

job satisfaction among working adults in Malaysia with gender and 

race as moderators. 120 respondents completed the questionnaire. 

Statistical Package for Social Science (SPSS) version 22 was used. 

Reliability, descriptive statistics, one-way analysis of covariance 

(ANCOVA), t-test and one-way analysis of variance (ANOVA) were 

tested in this study. Based on the results, the relationship between 

work-life balance and job satisfaction is significant. 

Melo et al., (2018) The study has investigated the relationship between pro-

environmental behaviour, environmental self-perception and 

work-life balance. Pro-environmental behaviour which having 21 

different type of behaviour. The result found from descriptive 

statistics and multiple regression model reveals that overall pro-

environmental behaviour implied that work-life imbalance has 

not affected, neither directly nor indirectly through environmental 

values and attitudes. 

Reyes et al., 

(2017) 

The research determines (WLB) policies and practices on the 

basis of the institutional policy reformulation in a Catholic 

Higher Education Institution (HEI). Descriptive statistics such as 

Percentage, Weighted Mean, Standard Deviation, and Pearson’s 

Product Coefficient Correlation were used for the purpose of data 

collection.  

Fan and Smith 

(2017) 

The study finds that measured constructs positive well-being and 

work-life balance, and identified the measures distressing among 

UK railway staff. On the whole, staff who perceived high levels 

of control and support had a better work-life balance and an 

increased sense of well-being. The frequencies for each variable 

analyzed with descriptive statistics, which compares across on 

control and support, and lower scores on exposure to noise, 

vibration and fumes. 
Source: Author’s own Compilation 

5.3.2 Correlation Analysis 

Correlation is a statistical measure that indicates the extent to which two or more variables 

move together. The strength of association between two variables, X and Y, is simple 

correlation and it is measured by the Pearson correlation coefficient or bi-variate 

correlation or correlation coefficient. It is an index used to determine whether a linear, or 

straight-line, relationship exists between X and Y. It indicates the degree to which the 

variation in one variable (X) is related to the variation in another variable (Y). The sign can 

be either positive or negative. Correlation, denoted by r, ranges from -1 to +1, with -1 

indicating a perfect negative relationship, 0 implying no relationship, and +1 indicating a 

perfect positive relationship. Table 4.8 illustrates some pertinent studies which have 

adopted correlation analysis for deriving the results of the research. The formula is given 

as follows:  
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𝑟 =
∑ (𝑋𝑖 − �̅�𝑛

{𝑖=1} )(𝑌𝑖 − �̅�) 

√∑ (𝑋𝑖 − �̅�𝑛
{𝑖=1} )2 ∑ (𝑌𝑖 − �̅�𝑛

{𝑖=1} )2

… … … … … … … … … … … … … … … . (4) 

Table 5.8: Application of Correlation Analysis 

Author and Year Thrust of the Study 

AlAzzam et al., (2017) This study proposed to investigate the prevalence of WFC level of 

satisfaction among Jordanian nurses. The questionnaire has been 

administered for collecting information from convenience 

sampling 333 Jordanian nurses by applying cronobach alpha, 

descriptive statistics and correlation design. 

Reyes et al., (2017) The research determines Work-life Balance (WLB) policies 

and practices on the basis of the institutional policy 

reformulation in a Catholic Higher Education Institution 

(HEI). Descriptive statistics such as Percentage, Weighted 

Mean, Standard Deviation, and Pearson’s Product Coefficient 

Correlation were used for the purpose of data collection. 

Christiana and  Syah 

(2017) 

The study has focused on analyzing and understanding the 

correlation between employer satisfaction, branding and loyalty at 

a global oil and gas company named as XYZ company 

which operate in 90 countries. The outcome of the study related to  

random sampling survey of 44 respondents. 

Massah And Dibaji 

(2017) 

The study explores the relationship with human welfare, 

optimism, vitality, and self-mastery. The study sample constitutes 

110 employees working over at Isfahan industrial companies by 

selecting a stratified random sampling method and instrument 

including of Job Stress Questionnaire. The analysis of data applied 

with stepwise regression and multiple correlation coefficients. The 

relationship is having a positive and significant relationship with 

positive variables and stress. 

Cetin et al., (2017) This study is affected by age and level of functional independence 

of quality of life of the mothers in children. The study has been 

discussed with the help of correlation analysis and multiple 

regression analysis where functional independence measures of 

the total scores of children in need observation group and children 

in independent group were analyzed among them respectively and 

it is affected by the mother’s quality of life on mental health. 
Source: Author’s own Compilation 

5.4 Multivariate Technique 

Multivariate technique is a popular method for enabling organizations to create knowledge 

and thereby improve processes of decision making. Multivariate Analysis denotes 

statistical inferences which concurrently analyze multiple measurements on individuals or 

objects under investigation. According to Field (2013:584)“The collections of statistical 

techniques, that simultaneously evaluate several relationships between two or more 

variables on the data resulting from the sample, are termed as multivariate techniques”. The 
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major reason for the popularity of multivariate methods is that in a sequence of univariate 

analysis carried out discretely in single study variable results in illustration of false 

inferences from a sample of observations (Hair et al., 2014:162). Additionally, the 

univariate analysis also has not taken consequently the presence of interdependence or 

correlation among the variables. (Hair et al., 2014:4),multivariate techniques may be 

defined as “all statistical techniques that concurrently analyze multiple measurements of 

objects, individuals under investigation”. According to Kothari (2004:315); “multivariate 

techniques have been applied in analyzing the data of economic, social and psychological 

particularly when the variables are having high correlations, and the practice of scrupulous 

probabilistic models is not possible”. In a behavioural and applied research, the techniques 

empirically analyze the data to find pragmatic results which may facilitate decision-

making. The multivariate methods are used to simplify immense raw data into a smaller 

number of composite scores, which reproduce accurate information. Therefore, the 

multivariate statistical technique is used for analysis strategy for better data analysis to 

create probability statements based on multiple measurements of the sample. It has two 

elementary methods; i.e. interdependence methods and dependence methods. The 

dependence method composes a difference between dependent and independent variables 

and the independent variables forecast the dependent variables. An interdependence 

technique does not differentiate the variables and depicts the relationship of the variables 

with each other. This research considers numerous multivariate techniques to validate, 

quantify and find empirical results from the data collected. In brief, the following five sub-

sections have been discussed in the statistical techniques applied for analysis of data to 

illustrate conclusion on the basis of the results attained through these methods. 

5. 4.1 Exploratory Factor Analysis 

Exploratory Factor Analysis (EFA) is primarily applied in multivariate statistical technique to 

uncover the underlying structure of relatively a large set of variables. Basically, it is applied to 

reduce the data to a smaller set of large variations and to discover the underlying theoretical 

structure of the phenomena and used to identify the structure of the relationship between the 

respondent and variable. Hair et al.,(2014:92) defined, “factor analysis is an interdependence 

technique by having the primary purpose to find out the underlying structure among whole 

variables in an analysis. In general, the factors are a latent construct presenting a cluster of the 

items and it is not being measured directly. EFA has been applied while there is improbability 

regarding how many factors may to be present in a set of variables. “The foremost function of 

the technique is to encapsulate the information having a large number of original items into a 
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compact set of new factors with very few losses in information.” (Hair et al., 2014:94). 

Statistically, a factor analysis is something similar to multiple regression analysis, where each 

variable is exposed as a linear combination of underlying factors. The amount of variance of a 

variable share with all other variables included in the analysis is referred to as communality. 

The co-variation among the variables is described in terms of a small number of common 

factors and unique factor for each variable. These factors are not overtly observed. If the 

variables are standardized, the factor model may be represented as follows: 

Xi= Ai1F1+ Ai2F2+ Ai3F3+…. +AimFm+ ViUi............. (5) 

Where Xi = ith standardized variable; Aij = Standardized multiple regression coefficient of 

variable i on common factor j; F = Common factor; Vi = Standardized regression coefficient 

of variable i on unique factor i; Ui = the unique factor for variable i; m = number of common 

factors. 

The EFA (exploratory factor analysis) begins with principal component analysis, which 

extracts a set of factors having some correlations among each other. The core of commonality 

exemplified as a proportion of common variance elucidated by the items. Eigenvalues are the 

column sum of squared loading for a factor (latent factors) presents the amount of variance 

accounted for a factor. The thumb rule in factor solution is to generate the factors that 

represent the Eigenvalues greater than 1.0 because a factor with an Eigenvalue of 1.0 has the 

same total variance as a single item” (Zikmund et al., 2010). The factor loading specifies the 

correlation of the items among factors. The initial factor solution goes through a rotation to 

generate new reference axes for a set of variables and simple clarify factor results by 

producing apparent patterns of loadings. This type of factor rotation is a process called 

varimax. Varimax rotation is an orthogonal rotation of the factor axes to maximize the 

variance of the squared loadings of a factor (column) on all the variables (rows) in a factor 

matrix, which has the effect of differentiating the original variables by extracting factor. This is 

the most common rotation through which extracted to maintain their axes at 90 degrees and the 

correlation between the factors are determined as o.It is used if the factors are not correlated, 

else an oblique rotation may be used  in that case. The name of the latent construct is reflected 

on the explanation of the content of the variables and the pattern of loadings. 

The objective of the study requires a researcher to study whether factor analysis proceeds with 

data reduction or not. According to Hair et al., (2014: 139) “ while the objective of the study is 

to define a practical combination of variables and better understanding of the interrelationships 
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among them, then the interpretation of factor is sufficient. Moreover, data reduction techniques 

are applied when the objective is identified with the appropriate variables of consequent 

application to the other statistical methods”. There are numerous data reduction techniques in 

factor analysis like choosing a single item having a highest factor loading and calculating a 

summated scale and factor scores for each factor. The best of the three data reduction methods 

is possibly a summated scale that is valid and reliable. Hair et al., (2014:100) state that the 

sample size should be more than 100 to conduct exploratory factor analysis and the ideal ratio 

of the number of observations with the number of items is 5:1. Thus, for the validation of the 

instrument exploratory factor analysis was used in the study. The following Table exhibits 

some important studies that have been used exploratory factor analysis to draw a conclusion 

and inferences of the study. 

Table 5.9: Application of Exploratory Factor Analysis 

Author / Year Thrust of the Study 

 

Bharadwaj and Mittal (2017) 

The paper identified major motivational factors for fostering 

women entrepreneurship as a tool for work life balance. Data 

has been collected for primary basis with the tool of 

exploratory factor analysis, regression and correlation. 

 

Gragnano et al., (2017) 

This study explored the measures of Work–Health Balance 

and examined the key factors relating to the health needs and 

work demands from the sample of 321 Italian workers with 

the help of exploratory factor analysis. 

 

Karaak et al., (2017) 

The research investigates the employment relationship of 

older workers of the psychological contract and turnover 

intentions, moderates the relation between breach and 

violation. Data has been analyzed with the statistical tool of 

EFA and confirmatory factory analysis and moderation has 

established. 

Deery and Jago (2015) The paper explores talent management, work life balance 

and retention strategies. Exploratory factor analysis has been 

used to incorporate WLB strategies which will positively 

impact on personal life and family life. 

Source: Author’s own Compilation 

5.4.2  Multiple Regression Analysis 

While the correlation analysis basically tells us the direction and strength of relationship 

between two or multiple variables, it does not quantify the impact of an independent variable 

on the dependent variable. Hence, in our analysis we use multiple regression analysis to 

empirically examine the significance and magnitude of impact of independent variables (also 

called as regresses) on the dependent variable (known as regress). “Regression analysis is a 

statistical procedure to determine the relationship between one or more independent and 
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dependent variables. In the case of one independent variable predicting the dependent variable, 

it is called simple regression, whereas when two or more independent variables predict the 

dependent variable, it is called multiple regression” (Hair et al., 2014:158). Another advantage 

of carrying out a regression analysis is that it has predictive power and is useful for forecasting 

the dependent variable.In practice, researchers prefer multiple regressions over simple linear 

regression because it does not suffer from omitted variable bias and its ability to explain the 

dependent variable more. Hence, it is most extensively used for prediction and explanation. 

However, one needs to select the set of independent variables carefully to be included in the 

multiple regression analysis. Its inclusion must be guided by existing theory and empirical 

evidence. The general form of the multiple regression models is as follows: 

𝑌 = 𝛽𝑜 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + ⋯ + 𝛽𝑘𝑋𝑘 + 𝜖𝑖                                 (6) 

Where 𝑌 is the dependent variable to be explained by a set of independent variables, 𝑋𝑖and 

𝜖𝑖 is the disturbance term or the error term which is the difference between actual and 

predicted values of 𝑌.In the above model, 𝛽1is the coefficient of the first predictor (𝑋1) and 

measures the impact of𝑋1on𝑌, 𝛽2 is the coefficient of the second predictor (𝑋2), 𝛽3 is the 

coefficient of the third predictor (𝑋3). 

In a multiple regression analysis, multicollinearity poses a big problem for the parameters 

to be estimated efficiently. Multi-collinearity refers to a situation when a set of explanatory 

variables are highly correlated with each other. If multicollinearity is very high (i.e., 

correlation among the variables is almost or 1), the regression coefficients of the X 

variables are indeterminate and their standard errors are infinite. Even if multicollinearity 

is less than perfect, it implies that the coefficients cannot be estimated with great precision 

or accuracy. This makes the interpretation, parameter estimates difficult. This situation 

may arise due to many reasons. One reason is that model specification which is the adding 

of polynomial terms to a regression model when the number of observations is less. 

Another reason is when the model has more explanatory variables than the number of 

observations. The consequences of multicollinearity are (1) the estimated coefficients have 

large variance which makes precise estimation difficult, (2) because of the consequences of 

(1), the confidence intervals tend to much larger which fails to reject the null hypothesis, 

(3) t-ratios of one or more coefficients tend to be statistically insignificant. 
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The formula for co-efficient of determination (r2) for multiple linear regressions can be 

calculated by the following formula: 

 

 ................ (7) 

 

 Where r2 is co-efficient of determination; Yi is t value of the ith item in Y series; Y 

is mean of   the Y series; Yc is computing value of the ith item in Y series on the 

basis of the regression. 

 

Table 5.10: Research Studies using Multiple Regression Analysis 

Author and Year Thrust of the Study 

Melo et al., (2018) The study has investigated the relationship between pro-

environmental behaviour, environmental self-perception and 

work-life balance. Pro-environmental behaviour which having 

21 different types of behaviour such as personal transport, home 

energy, recycling and shopping. The result has found from 

descriptive statistics and multiple regression models that overall 

pro-environmental behaviour implied that work-life imbalance 

has not appeared to affect, neither directly nor indirectly 

through environmental values and attitudes. 

Balkin et al., (2018) The study has been defined in between work life balance domains 

and work addiction of African Americans  of 115 professionals (47 

male and 68 women) The study has analysed Cronbach alpha and 

multiple regression analysis where community support became an 

important indicator to decrease the work addiction. Mental health 

counselor and career counselor are developed understanding of 

extending familial and social network assists.  

Ghislieri et al., (2016) This study examined the work relationships and job demands which 

can interact with work–family enrichment and work-family conflict. 

The study analyzed 500 nurses and health care executives of Italian 

hospital and the study has used research methodology of 

hierarchical regression analysis and Cronbach alpha. Result 

reflected as work family conflicts have a positive relationship with 

job demands and negative relationship with perceived 

organizational support. 

Massah And Dibaji 

(2017) 

The study explores the relationship with human welfare, optimism, 

vitality, and self-mastery.The study sample of the study constitutes 

110 employees working over at Isfahan industrial companies by 

selecting a stratified random sampling method and instrument 

including of Job Stress. The analysis of data applied with stepwise 

regression. The relationship is having a positive and significant 
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relationship between optimism and self-mastery. 

Cetin et al., (2017) This study is affected in between age and quality of life of the 

mothers in children. The study has been discussed multiple 

regression analysis where functional independence measures of the 

total scores of children in need observation group and children in 

independent group were analyzed among them respectively and it is 

affected on mothers’ quality of life on mental health. 

Source: Author’s own Compilation 

5.4.3  Structural Equation Modeling (SEM) 

The study variable has established the relationship between work dimension and the family 

dimension of work life balance, work life balance as dependent variables, employee 

commitment, psychological empowerment, organizational citizenship behaviour and 

retention of professionals to develop a validated model by applying Structural Equation of 

Modeling (SEM). It is a statistical process that takes a confirmation (with hypothesis 

testing) approaches to the analysis of structural theory relating to some occurrence 

(Bentler, 1988).It represents a casual process which produces observations on multiple 

variables. The analysis exhibits the hypothetical model of interrelationships expressed in a 

series of multiple regression equations. These equations portray all the relationships among 

the variables (the independent and dependent) implicated in the theoretical as well as 

hypothesized model. Present research has provided SEM over regression analysis because 

multivariate techniques like regression have one common limitation, i.e., each technique 

can analyze only one relationship at a time. SEM is an expansion of various multivariate 

techniques, mostly used in factor analysis and multiple regression analysis. It is particularly 

useful in testing theories that contain multiple equations involving dependence 

relationships” (Hair et al. 2014:542). The theory-based approach to SEM is a distinct 

strength of this technique that necessitates the exact specification of the theoretical model, 

precise testing of the theory, and yields a thorough understanding of the data set. “The 

preliminary three features which distinguish SEM from other techniques are estimating of 

multiple and relationship of interrelated dependence, representation of unobserved 

concepts in these relationships and accounting for measurement error in the estimation 

process and defining a model to explain the entire set of relationships” (Hair et al. 2014: 

547). The key advantage of SEM is the ability to include latent constructs, which enables 

the representation of hypothesized and unobserved concept with the help of observed 

variables or indicators. 
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The analysis of SEM analysis is carried out through two different parts: the measurement 

model and the structural model. “The measurement model is concerned with the relations 

between observed and latent variables and provides a test for the reliability and validity of 

the observed variables employed to measure the latent variables” (Ho,2006: 283). In this 

model, the set of indicators for a construct acts together to explain it. The validity of the 

measurement model is established through convergent validity and discriminated validity. 

Convergent validity concerns with the degree to which the indicators of a specific 

construct, share a large proportion of variance in common. It is determined by the values of 

the average variance extracted (AVE) and construct reliability (CR). The discriminated 

validity is the degree to which a particular construct is distinct from other constructs. It is 

determined by comparing the shared variances between construct with the square root AVE 

of the specific construct. The score of AVE and CR is calculated as follows: 

 ............ (8) 

 ............ (9) 

Where ‘L’ is the standardized factor loadings, ‘n’ is the total number of items in the 

construct, ‘i’ is the item, and ‘e’ is the error variance of the item. 

“The structural model is a flexible and comprehensive model that specifies the pattern of 

relationships among independent and dependent variables, either observed or latent. In this 

model, constructs are connected to each other in co relational and dependence relationships” 

(Ho et al.,2006: 284). SEM accurately predicts the overall model rather than any single 

relationship. Therefore, the overall model fit is determined before examining any specific 

relationships among the study variables and on the basis of the goodness-of-fit measures the 

whole model can be “accepted or rejected”. 

SEM estimates a series of relationship to provide sufficient explanation of the hypothesized 

research model with the help of input data. According to Ho et al.,(2006:284) “model fit is 

determined when the observed covariance matrix matches with the estimated covariance 

matrix of the proposed model”. Goodness-of-fit measures are the extent to which the actual 

or observed covariance input matrix corresponds with the proposed model. Goodness-of-fit 

measures are of three types-absolute fit measures, incremental fit measures, and 
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parsimonious fit measures. “Absolute fit indices are a direct measure of the degree to which 

the research model reproduces the observed data. The chi-square (χ2) statistics most 

fundamental absolute fit index and depicts the difference between observed and expected 

covariance matrices. The values closer to zero denotes a better fit as well as smaller variance 

between both matrices. Goodness-of-fit index (GFI) measures how much better the model 

fits compared with no model at all. It is a non-statistical measure ranging from 0 to 1 in 

which higher values indicate better fit. Root mean square error of approximation (RMSEA) 

is an extensively used measure that represents how well a model fits a population, not just a 

sample used for estimation. Its values range from 0 to 1, and lower values indicate a better 

fit. Incremental fit indices assess how well the estimated model fits in comparison with some 

alternative baseline model. Norma fit index (NFI) is one of the unique incremental fit 

indices that signifies the ratio of the difference in the χ2 value for the fitted model and a null 

model divided by the χ2 value for the null model. Its value ranges between 0 and 1, and a 

model with perfect fit would produce an NFI of 1. Tucker Lewis index (TLI) is a 

comparison of the Norma chi-square values for the null and specified the model, which to 

some degree takes into account the model complexity. However, the TLI is not normed, and 

thus its values can fall below 1 or above 0 with higher value suggesting a better fit. 

Comparative fit index (CFI) is an improved version of NFI that is normed with values 

ranging between 0 and 1 and higher values indicating better fit. The parsimony fit indices 

provide information about which model among a set of competing models is best, 

comparing the fit of the model with its complexity. Parsimonious normed fit index (PNFI) 

takes into account the number of degrees of freedom used to achieve a level of fitness. It 

favors less complex models, and higher values represent better fit. Adjusted goodness-of-fit 

index (AGFI) takes into account differing degrees of model complexity by adjusting GFI by 

a ratio of the degrees of freedom used in a model to the total degrees of freedom available. It 

penalizes complex models and favors those with a minimum number of free paths” (Hair et 

al., 2014:578). The parameter estimates of variables are examined only when the model fit is 

satisfactory. The unstandardized parameter estimates contain the scaling information of 

variables and can only be interpreted concerning the scales of the variables. The 

standardized parameter estimates are transformations of unstandardized estimates that 

removes scale and can be used for informal comparisons of parameters throughout the 

model. Table 4.11 illustrates the model fit criteria and acceptable fit region and in the table 

4.12 formulas for model fit are provided. 
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Table 5.11: Model-Fit Criteria and Acceptable Fit Interpretation 

Model-Fit Criterion Acceptable Level Interpretation 

Chi-square Tabled χ2 Value Compares obtained χ2value  

with tabled value for given df 

Goodness-of-fit index 

(GFI) 

0= not fit, 1=perfect fit Value close to .90 or .95 reflect a good 

fit 

Adjusted Goodness of Fit 

Index (AGFI) 

0= not fit, 1=perfect fit Value adjusted for df, with .90  

or .95 a good model fit 

Root-Mean Square 

Residual  

(RMR) 

Researcher defines 

level 

Indicates the closeness of Σ to S matrices 

Standardized Root-Mean 

square Residual  (SRMR) 

< 0.05 Value less than .05 indicates a good 

model fit 

Root-mean-square error 

of  

approximation (RMSEA) 

.05 to .08 Value of .05 to .08 indicate  

close fit 

Tucker–Lewis Index 

(TLI) 

0= not fit, 1=perfect fit Value close to .90 or .95 reflects a good 

model fit 

Normed fit index (NFI) 0= not fit, 1=perfect fit Value close to .90 or .95 reflects a good 

model fit 

Parsimony fit index 

(PNFI) 

0= not fit, 1=perfect fit Compares values in alternative  models 

Source: Hair et al., (2013:672) 

 

Table 5.12: Formula for Model Fit Indices 

Goodness-of-Fit Index (GFI)  1 – [χ2
model/χ2

null] 

Normed Fit Index (NFI) (χ2
null− χ2

model)/ χ2
null 

Relative Fit Index (RFI) 1–[(χ2
model/dfmodel)/( χ2

null/dfnull)] 

Incremental Fit Index (IFI) (χ2
null− χ2

model)/( χ2
null− dfmodel) 

Tucker-Lewis Index (TLI) [(χ2
null/dfnull)-(χ2

model/dfmodel)]/[( χ2
null/dfnull)-1] 

Comparative Fit Index (CFI) 1 –[(χ2
model −dfmodel)/( χ2

null–dfnull)] 

Model Akaike Information Criterion  χ2
model +2q(number of free parameters) 

Null Akaike Information Criterion  χ2
null +2q(number of free parameters) 

Root Mean Square Error Approximation  √[(χ2model − dfmodel)]/[(N − 1)dfmodel] 

Source: Hair et al. (2013:684) 
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According to Hair et al. (2014), “the study can adopt various strategies for conducting SEM 

like confirmatory modeling strategy, competing model strategy and model development 

strategy”. Confirmatory modeling strategy specifies a basic model framework to assess how 

well the model fits the data. Competing model’s strategy compares the basic model with 

alternative models that represent highly plausible, hypothesized structural relationships. Model 

development strategy improves the basic model through modifications of the structural or 

measurement models. SEM is used when the sample size is large (N > 200) and depends on 

the model complexity, the estimation method and the distributional characteristics of observed 

variables (Kline, 2005). Table 4.13 illustrates some pertinent studies which have adopted 

confirmatory factor analysis and structural equation modeling for concluding the final results 

of the research. 

Table 5.13: Model Validation through Structural Equation Modelling and Confirmatory Factor 

Analysis 

 Author / Year Thrust of the Study 

 

Hair et al.,(2014) 

The research exhibits the influence of work–life balance on various 

individual outcomes across cultures by using a sample of 1416 

employees from seven distinct populations-Malaysian, Chinese, 

New Zealand Maori, New Zealand European, Spanish, French, and 

Italian-SEM analysis showed that WLB was positively related to 

job and life satisfaction and negatively related to anxiety and 

depression across the seven cultures. 

Jang (2009) Investigates working parents interrelates with work demands and 

family responsibilities. The design is a study on the relationships of 

flexible work schedule, workplace support, supervisory support, 

and work-life balance on the well-being of working parents 

employing the Structural Equation Model (SEM). In this 

study, employee well-being is an endogenous latent 

construct. Work-schedule flexibility, workplace support, 

supervisory support, and work-life balance are latent exogenous 

constructs.  

 

Hair et al.,(2017) 

Servant leadership analyzed with work engagement, which tests the 

role of work-life balance as a mediator, to test whether servant 

leadership builds work-life balance, which leads to higher work 

engagement. The present study is based on a sample of 123 New 

Zealand employees from a wide range of professions. Using 

structural equation modeling, it tested a number of path models to 

determine the best fit to the data, with the best fitting model being a 

full mediation model.  

Ballon et al.,(2018) The study purposes to find out the effects of cyber incivility on 

employee work stress and turnover intent in the company. A total of 

385 employees from the BPO industry and data gathered were 
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processed through SPSS for Windows version 20 and AMOS 

version 24. SEM resulted to an emerging model which deviated 

from the hypothesized model and the particular influences of some 

constructs to the underlying dimensions of the other measures. 

Pattuswamy and 

Jacob (2017) 

The study is analysing mediating effect of FWC and work-family 

balance in the relationship between family support and family 

satisfaction by obtaining response from 288 faculty members from 

the southern part of India. Partial least square structural equation 

modeling and process macros were used to test the proposed 

hypotheses of the three path mediation model. 

Source: Author’s own Compilation  

5.4.4 Mediation Analysis 

The study has applied mediation analysis to test the mediating effect of  study measures, i.e., 

the employee commitment plays the mediating  role  between the relationship of the work life 

balance and retention of professionals and the role of psychological empowerment between the 

relationship of the work life balance and retention of professionals.Mediation analysis has 

conducted  to examine the mediating effect of one variable between the relationships of two 

other variables. The mediation model portrays how, where or why, two variables are related, 

intervening or mediating. Variable M is hypothesized to be intermediate in the relation 

between an independent variable X and an outcome Y (figure 5.1).The technique proposed by 

Baron and Kenny’s (1986)is the most frequently used technique for testing the mediation 

hypothesis in social science research (Preacher and Hayes 2004). The steps of the procedure 

are stated below: 

a) The independent and dependent variable must be significantly related, 

b) The independent and mediating variable must be significantly related, 

c) The mediator and dependent variable must be significantly related and 

d) The independent variable must have no effect on the dependent variable when the 

mediator is held constant (full mediation) or should become significantly smaller 

(partial mediation). 

Current Research has supported tests for statistical mediation based on coefficients from two 

or more of the following regression equations (MacKinnon and Dwyer,1993). 

Y = i1 + cX + e1 …………... (i) 

Y = i2 + c’X + bM + e2……. (ii) 

M = i3 + ax + e3……………. (iii) 

Where c is the overall effect of the independent variable on Y; c′ is the effect of the 

independent variable on Y controlling for M; b is the effect of the mediating variable on Y; a is 
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the effect of the independent variable on the mediator; i1, i2, and i3 are the intercepts for each 

equation; and e1, e2, and e3 are the corresponding residuals in each equation. 

 

Figure 5.1: Path diagram of the single-mediator model. 

 

[Note: X= the independent variable, Y= the dependent variable, and M= the mediating 

variable. The mediation model decomposes the total effect of X on Y (c), into two parts: the 

indirect effect of X on Y, quantified by ab (the product of a and b), and the direct effect of X 

on Y with the effect of the mediator removed, quantified by c′, c=ab+c′] 

In the literature, several methods are used to assess the significance of mediation effects 

among the variables. One of the methods is Sobel’s Z-test, which is frequently used and known 

to create the most reliable results in the case of regression analysis. The formula for Sobel’s Z 

test is as follows: 

𝒁 =
𝑨∗𝑩

√(𝑩𝟐∗𝒔𝑨
𝟐+ 𝑨𝟐∗𝑺𝑩

𝟐)

................. (11) 

Where A is the unstandardized regression coefficient for the association between the 

independent variable and the mediator, SA is standard error of ‘A’, B is the unstandardized 

coefficient for the association between the mediator and the dependent variable (when the 

independent variable is  also a predictor of the dependent variable), SB is the standard error of 

‘B’.Further, Jose (2013) also developed a macro for the users of Microsoft Excel called Med 

Graph-3 program, which can be utilised to conduct Sobel’s Z-test. Consequently, Preacher and 

X 
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Hayes (2004) also suggested bootstrap confidence interval to test the significance on mediating 

hypotheses. Table 5.11 explains pertinent studies that have adopted a mediation analysis for 

deriving the results of the research. 

Table 5.14: Adoption of Mediation Analysis by Selected Studies 

Author / Year Thrust of the Study 

Pattuswamy and 

Jacob (2017) 

The study analysed mediating effect of FWC and work-family balance in the 

relationship between family support and family satisfaction by obtaining 

response from 288 faculty members from the southern part of India. Partial 

least square structural equation modeling and process macros were used to test 

the proposed hypotheses of the three path mediation model. 

 

Haar et al., (2017) 

Servant leadership analyzed with work engagement with the dimension of 

vigour, dedication and absorption. It tests the role of work-life balance as a 

mediator, to test whether servant leadership builds work-life balance, which 

leads to higher work engagement. The present study is based on a sample of 123 

New Zealand employees from a wide range of professions. Using structural 

equation modeling, we test a number of path models to determine the best fit to 

the data, with the best fitting model being a full mediation model.  

Haider et al., (2018) The study identified mediating role of psychological well-being among work-

life balance and job performance and findings indicated that psychological well-

being mediates between work-life balance and job performance, and employees' 

satisfaction with coworkers enhances job performance by strengthening the 

effect of work-life balance on psychological wellbeing. 

Xin et al., (2018) This research discussed with the relationship among workplace sexual 

harassment (Female executives) and family satisfaction (their husbands). It 

has identified the mediating relationship with job tension and work-to-family 

conflict (WFC).The findings of the study indicated that workplace sexual 

harassment has positive affected with job tension and WFC has negatively 

related to spouse family satisfaction, based on the data from 210. The negative 

relationship between sexual harassment and spouse family satisfaction was 

mediated partially by employees’ job tension and WFC. 

Gashi and Mihelic 

(2018) 

The objectives of this research are to examine the mediating role of 

employee self-efficacy among the relationship of job crafting and work–self 

facilitation and the moderating role of the LMX (leader–member 

exchange).The outcome of the study exhibited that job crafting is positively 

related with self-efficacy and work–self facilitation. Furthermore, it found 

partial mediation of self-efficacy and significant moderating relationship of 

LMX among relationship of work–self facilitation and job crafting. 

Thakur and 

Bhatnagr (2017) 

The objective of this research is to investigate the mediating effect of job 

embeddedness on the relationship between work-life balance practices 

(WLBP), which include accessibility (AWLBP), current utilization 

(CWLBP) and perceived future use (FWLBP) of these practices, as well as 

employees’ intentions to stay (ITS). AWLBP, CWLBP and FWLBP are 

found to foster job embeddedness and turnover intention. Job embeddedness 

fully mediating relationship among AWLBP, FWLBP, CWLBP and ITS. 

Source: Author’s own Compilation 
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5.4.5 Moderation Analysis 

In this study, moderation analysis has been applied to examine the moderating role of 

organizational citizenship behaviour between the study variables of work-life balance and 

employee commitment, and work-life balance and psychological empowerment. The 

moderation model tests whether the prediction of a dependent variable Y from an independent 

variable X differs across levels of a third variable Z (figure 5.1). Moderator variables influence 

the direction and strength of the relationship between a predictor and an outcome: enhancing, 

reducing or changing the influence of the predictor. Moderating effects are typically discussed 

as an interaction between factors or variables where the effect of one variable depends on the 

levels of the other variable in the analysis. Moderating effects are tested with multiple 

regression analysis where all predictor variables and their interaction term are centredbefore 

model estimation to improve interpretation of regression coefficients. A single regression 

equation forms the basic moderation model: 

Y= i1 + β1X + β2Z + β3XZ + e1............. (10) 

Where β1 is the coefficient relating the independent variable X to the outcome Y when Z = 0, 

β2 is the coefficient relating the moderator variable Z to the outcome when X = 0, i1 the 

intercept in the equation, and e1 is residual in the equation. The regression coefficient for the 

interaction term β3 provides an estimate of the moderating effect. If β3 is statistically different 

from zero, there is significant moderation of the X-Y relation in the data. Plotting interaction 

effects aids in the interpretation of moderation to show how the slope of Y on X is dependent 

on the value of the moderator variable. Regression slopes that correspond to the prediction of 

Y from X at a single value of Z are termed simple slopes. 
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Figure 5.2:  Path diagram representations of the moderation model. 

[Note: X= the independent variable, Y= the dependent variable, Z= the moderator variable, 

XZ= the product of X and the moderator variable, β1 = the effect of X on Y, β2 = the effect of 

Z on Y, and β3 = the effect of XZ on Y]. 

Table 5.14 illustrates some pertinent studies which have adopted the moderation analysis for 

deriving the results of the research. 

Table 5.15: Application of Moderation Analysis  

Author / Year Thrust of the Study 

Choi et al., (2018) This research identified a moderated mediation relationship to investigate how 

family‐supportive leave and supervision affect employees’ satisfaction with 

work–family balance of 118 Korean organizations.The findings of the research 

illustrated that the entire mediational process for family‐supportive supervision 

were noticeable for the individuals who perceived themselves among in 

organizations, but not found any mediational relationship with 

family‐supportive paid leave.  

Haider et al., (2018) The study observed a moderated mediation relationship with work-life balance 

influences employee job performance and how satisfaction is predisposed by 

enhancing employee's psychological well-being.This study contributes to the 

existent literature among 284 responses by relating moderated mediation 

mechanisms through which work-life balance effects employee job 

performance, and highlighting executives better work-life balance when their 

psychological wellbeing is reinforced by satisfaction with colleagues.  

Lee at al., (2018) The study has tested a model with taking the influence on professional’s 

perceptions of ethics institutionalization in work life and overall life 

satisfaction. It has also postulated that employee work life experiences such 

as: job satisfaction, quality of work life, esprit de corps, and organizational 

commitment, with having positive relationship with happiness and life 

satisfaction, moderated by work–family life conflict. Data has been collected 

by a survey of Italian based marketing managers with having partial support of 

the model.  

Xin et al., (2018) This study has revealed moderating role of employees’s work–home 

segmentation among job tension and WFC . The findings of the study 

indicated that workplace sexual harassment has positively affected with job 

tension and WFC has negatively related to spouse family satisfaction and 

found moderating relationship. 

Hasan and Teng 

(2017) 

The research explores the relationship among work-life balance and job 

satisfaction of Malaysian working adults and gender and race played as 

moderators in the study. Data has been collected 120 responses and tested with 

Reliability, one-way analysis of covariance (ANCOVA), t-test and one-way 

analysis of variance (ANOVA).  The study found a significant relationship 

among work-life balance and job satisfaction and does not find any moderating 

relationship with  work-life balance and job satisfaction.   
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Gashi and Mihelic 

(2018) 

The research has examined a moderating role of the LMX (leader–member 

exchange) among job crafting and work–self facilitation. The outcome of 

the study exhibited that job crafting is positively related with self -efficacy 

and work–self facilitation. Furthermore, it has found significant moderating 

relationship of LMX among relationship of work–self facilitation and job 

crafting. 

Source: Author’s own Compilation 

 

Thus, this chapter outlines a framework of research methods that has been employed in 

conducting the study systematically and logically.The primary data have been collected from 

Infosys Ltd, Tata Consultancy Services Ltd, Mind tree Technology Ltd, Wipro Ltd. and Tata 

Technology Ltd. located in the major cities of India such as Pune, Jamshedpur, Hyderabad, 

Bangalore and Bhubaneswar. Stratified random sampling is adapted to select the sample for 

the study. The subsequent chapters of the thesis will concentrate on the analysis of data, 

interpretation of the results, and relevant findings in detail. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Chapter 6 
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Analysis, Findings, and Discussion 

This chapter presents an exploration of primary data, as compiled from an opinion survey at 

the time of field study and provides a quantitative outcome of the research. At first, it gives an 

outline of representation of sample and the internal consistencies among the study mechanism. 

Additionally, data have been analyzed by adopting the descriptive statistics, correlation and 

regression analysis in preliminary basis. Henceforth, various statistical tools, namely EFA 

(exploratory factor analysis) and SEM(structural equation modelling) have been employed in 

the validate the hypothesized research model. The data analysis has been carried by using IBM 

SPSS 22 and AMOS version 20. Therefore, the consequent outcome based on testing of the 

hypotheses is discussed and recapitulated as the framework in the existing literature. 

 

6.1 Research Participants and Instrument 

 
The prime objectives of the research have been analyzed empirically with primary data 

collected with the help of a structured questionnaire from India based software industries. A 

total number of 847 questionnaires were distributed among the software professionals in the 

research and received 669 responses are usable and incorporated for extracting the results of 

the study. The remaining questionnaires were excluded due to non-responsiveness of the 

respondents and the incompleteness of the data. Thus, the response rate of the study was 78.98 

percent. The high response rate suggests that there was minimal sampling bias in the research. 

 

6.1.1 Demographic Characteristic of the Sample 

The sample of respondent’s incorporates on 54% male and 46 % female which comprises a 

maximum number of female executives in software units. The participant’s age groups are in 

between 20-30 years (44.47%), 31-40 years (33.29%), 41-50 years(12.25%) and 51-60 years 

(9.99%).Thus, it represents that the majority of the respondents are young (below 40 

years).The participants had the educational qualification of metric (11.81%) 

diploma/intermediate (30.25%), b.tech/graduation (39.87%) and post-graduation (18.07%). 

The categories of participants are like programme analyst/developer (23.13%), Technical 

head/Senior developer, software engineer (24.93%),project lead/manager (25.68%), and 

programme manager/delivery head(26.26%). The work experience of the respondents was 0-5 

years (37.33%), 6-10 years (34.86%), 11-15 years (21.04%), and 16-20 years and above 
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(6.77%). Therefore, the demographic features of the sample (table 6.1) acknowledged that the 

maximum respondent were male (aged in between 20to 40 years) with having educational 

qualification of b.tech/graduation, were employed and had a minimum work experience of up 

to 5 years. The study has explained demographic features of samples as control variables. 

Table 6.1: Demographic nature of the Sample 

Variable Scale Number Percentage 

Gender Male 361 54 

Female 308 46 

Age 20-30 223 33.29 

31-40 297 44.47 

41-50 83 12.50 

51-60 66 9.99 

Marital Status Married 462 69.06 

Unmarried 175 26.15 

Other 32 4.78 

Parental Status Having child 415 62.04 

No child 254 37.96 

Educational Qualification Metric 79 11.81 

Diploma 202 30.25 

b.tech 267 39.87 

Post graduate 121 18.07 

Experience 00-05 250 37.33 

06-10 233 34.86 

11-15 141 21.04 

16-20 45 6.77 

Organization Tata Technologies Ltd. 163 24.69 

Mind Tree Ltd. 98 14.64 

Tata Consultancy 

Services 

157 23.46 

Infosys Ltd. 129 19.28 

Wipro Technologies 

Ltd. 

81 12.1 

Others (Techno tips, 

HCL Ltd., and 

Cognizant Ltd.) 

41 6.12 

Source: Author’s own Compilation 

 

6.1.2 Reliability and Validity of Research Constructs 

This study has obtained a structured questionnaire to collect the empirical data on the impact 

of employee commitment and psychological empowerment on the work-life balance towards 

employee retention. The previous chapter (research methodology) has elaborated the procedure 

for designing the research instrument in detail. This chapter examines the reliability 

coefficients of the items used to measure the study variables. The research instrument 

comprised of one hundred-twenty-one consisting the variables of flexible work pattern, work 

environment, health and wellness benefits, work environment, financial and non-financial 

rewards, career progression, teamwork and communication, partners support, childcare 

responsibilities, eldercare responsibilities, family and social supports, personal and family 
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demands, employee commitment, psychological empowerment, organizational citizenship 

behaviour, work-life balance and retention of professional. It has discussed both work 

dimensions and family dimensions factors reflecting on work-life balance. The variables or 

items  under  work dimensions includes of flexibility at work place, work environment, health 

and wellness benefits, work environment, financial and non-financial rewards, career 

progression, teamwork and communication are consisting of 7,9,9,7,10,7,7 items respectively. 

The family dimensions include partner support (8), child responsibilities (6),elder care 

responsibilities (6), family and social supports (6), personal and family demands (6). The 

variables of employee commitment, psychological empowerment, organizational citizenship 

behaviour, work-life balance and retention of professional comprises of 6, 6, 6, 10, and 6 items 

respectively. The reliability coefficient of variables differs from .76 to .91. As per the 

guidelines of Nunnally (1978) to interpret the values of Cronbach α, a score greater than .7 is 

acceptable and proves the reliability of the scale items. Therefore, score of reliability displayed 

in table 6.2 substantiates the consistency of the items derived from measuring the variables of 

the study. 

Table 6.2 : Cronobach alpha and reliability of the Constructs 

Variables No of items Cronbach α 

Flexible work pattern (FW) 7 .77 

Work environment (WE) 9 .83 

Health and wellness benefits (HW) 9 .78 

Career progression (CP) 7 .78 

Financial and non-financial benefits (FNB) 10 .76 

Teamwork and communication (TWC) 7 .80 

Partners Support (PS) 8 .76 

Childcare  responsibilities (CR) 6 .77 

Eldercare responsibilities (ER) 6 .82 

Family and social supports (FS) 6 .81 

Personal and family demands (PFD) 6 .78 

Employee commitment (EC) 6 .83 

Psychological empowerment (PE) 6 .91 

Organizational citizenship behaviour (OCB) 6 .83 

Work-life balance (WLB) 10 .89 

Retention of professional (RP) 7 .88 

Source: Author’s own Compilation 
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6.1.3 Managing Common Method Variance 

 
CMV (Common method variance) is a measurement error that intimidates the validity of a 

conclusion drawn from the statistical outcome (Podsakoff and Mackenzie, 2003). CMV arises 

the data both for criterion variables and predictor variables are attained from the same 

respondents using same measurement and item context and similar item’s characteristics. As 

the result, it estimates biased validity, reliability, and parameters for estimating the relationship 

among the constructs. It has recommended subsequent approaches to manage CMV (Conway 

and Lance, 2010): (a) must give an opinion of appropriate self-reports; (b) Verification on 

construct validity; (c) items under various constructs are not overlapping; and (d) verify the 

way to be used for alleviating threats of CMV proactively. As the study has carried on the 

industry level and the participants are both executive and non-executive professionals, at the 

time of data collection, imperative directions and the significance of their responses towards 

research were properly communicated to them. Hence, the responses collected from the 

professionals are in the greatest place to act in response of employee commitment, 

psychological empowerment, organizational citizenship behaviour, work-life balance and 

retention of professional. Confirmatory Factor Analysis has used to authenticate the scales 

personalized from earlier research and research outcome have satisfied by establishing criteria. 

It has inspected the items under questionnaire to make sure with non-overlapping items. The 

study has assured for defending participant anonymity and condensed the evaluation anxiety 

all over the process with minimal outcome of CMV (Conway and Lance, 2010; Podsakoff, 

2010).  

 

6.2 Preliminary Analysis 

 
A preliminary analysis has carried out by applying the procedure of statistical technique of 

mean, standard deviation, analysis of correlation and regression. This empirical analysis was 

conducted to find out the work and family dimensions to predict perceived work-life balance 

and to verify multicollinearity among parameters. The concept of descriptive statistics 

recapitulate by providing data set that may be either represent an entire or whole sample of the 

population and described the value of the mean and standard deviation of parameters 

.Henceforth, the Pearson correlation defines the strength of linear relationship among all the 

study variables. Furthermore, regression analysis is statistical techniques which estimating the 

relationship of two study variables, one as independent and another one was dependent 
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variables and comprised all the items of work and family dimensions as an independent 

variable and work-life balance as the dependent variable. The study has been conducted to 

determine how the independent variables persuade the dependent variable (healthy work-life 

balance among software professionals). 

 

6.2.1 Flexible Work Pattern 
 

The table 6.3 exemplifies the descriptive statistics and correlations between the parameters of 

flexible work pattern and work-life balance. The mean score reveals a range from 3.9 to 4.8, 

which is reflected in the graphical representation of the graph 6.1. The item ‘I feel flexible 

work pattern will enhance the balance between work and family life’ (FW2), is having the 

highest mean, whereas the  lowest mean lies with the item ‘It is easy to take time off during 

work time to take care of personal’ (FW4). It indicates that flexible work schedules must 

develop the better work-life balance among software professionals and sometimes it is difficult 

to take leave for personal care. The value of standard deviation of flexible work pattern items 

illustrates around 1. Pearson correlation coefficient exhibits direction and strength of the 

relationship between the two parameters where the correlation varies among the independent 

variables (FW) from .168 to .489, signifying moderating correlations. However, lowest 

correlation reflecting between FW3 and FW2; high correlation reflects, among the parameters 

of FW7 and FW6. Further, all the elements of flexible work pattern have a high and positive 

correlation with work-life balance, ranges from .571 to .682. WLB is strongly correlated with 

‘I am able to adjust the work schedule to meet the child care needs (FW5)’, having value of 

.68. 

 

 

Table 6.3: Descriptive Statistics and Pearson correlations of  Flexible work Pattern 
 

Items Mean SD WLB FW1 FW2 FW3 FW4 FW5 FW6 FW7 

WLB 4.24 1.027 1        

FW1 4.2 1.161 .655** 1       

FW2 4.8 .940 .593** .225** 1      

FW3 4.1 1.117 .623** .315** .168** 1     

FW4 3.9 .934 .571** .189** .343** .376** 1    

FW5 4 .892 .682** .221** .416** .460** .367** 1   

FW6 4.7 .984 .680** .189** .236** .338** .325** .451** 1  

FW7 4.3 .972 .599** .390** .399** .356** .310** .480** .489** 1 
Source:  Author’s own Compilation. 

Note: SD = Standard Deviation, WLB=Work -life balance 

** p<.01, *p<.05 
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Graph 6.1: Graphical representation of mean score of Flexible work Pattern 
Source: Author’s own Compilation 

Regression analysis has analyzed to define the parameters of flexible work pattern and how it 

predicts the dependent variable (WLB) significantly. The table explained below (6.4) provides 

the model summary where the value of R2 is .698 which reveals the parameters of flexible 

work pattern explaining 69% of the observed variability with the dependent variable. The 

remaining 30.2% that may not be explained by the items may close to other variables. The 

adjusted R2 (Adj R2) is a modified measure with having value of .664 (close to R2), signifying 

the generalizability of the model. The F value (F = 649.033, p < .001) emphasizes that variance 

explained by the predictors is highly significant. The regression coefficient illuminates that 

FW1, FW2, FW3, FW5 and FW7 are the significant predictors of WLB and highest beta 

coefficient lying on FW7 (.387) ‘organizational emphasis on flexible work schedules will 

augment the degree of work- life balance’ has the significant influence on WLB in IT and 

ITES Industry. 

 

Table 6.4: Model Summary of  ANOVA, Coefficients and Collinearity Statistics  
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .248 .068  3.336 .000   

FW5 .323 .028 .307 14.784 .001 .562 2.214 

FW7 .377 .031 .387 14.551 .000 .493 1.931 

FW1 .317 .017 .305 12.301 .000 .759 2.593 

FW3 .329 .016 .321 13.879 .000 .989 3.030 

FW2 .316 .018 .317 15.103 .000 .776 2.013 

R = .756, R2 = .698, Adj R2 = .664, Std. Error of Estimate = .418, F = 649.033, Sig. = .000 
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Note: Independent variables:(Constant), FW1, FW2, FW3,FW5 and FW7; Excluded Item:  

FW4, FW6; Dependent variable: work-life balance 
Source: Author’s own Compilation. 

 

 

A t-value, which is connected with the beta coefficients and measures significant contribution 

of predictors, found high contribution and influence on flexible work patterns with work- life 

balance. The collinearity statistics consist of the VIF (variance inflation factor) and tolerance, 

depict the degree of interrelation among independent variables and the inflation of variances in 

the regression coefficients due to interrelation among independent variables respectively (Pare 

and Tremblay,2007). As defined by Field (2009), the value of VIF and tolerance index must be 

less than 10 and .2, respectively, where the VIF index and tolerance index is ranging from 

1.214 to 3.030 and .493 to .989 that reveals that there is no multicollinearity problem raised 

among the parameters. 

6.2.2 Work Environment 

The table illustrates Pearson correlations and descriptive statistics among the variables of work 

environment and work-life balance. The mean items are ranging from 3.7 to 4.15 and reflected 

in graph 6.2. The parameter with having highest mean is the ‘organizational emphasis on work 

environment will increase the level of work- life balance’ (WE7) and the items with lower 

mean is ‘I am getting adequate resources with respect to my job by the organization’ (WE4). 

The value of standard deviation work environment has revealed that all values are less than 

and around 1. 

 

Table 6.5: Means, Standard Deviations and Correlations of  Work Environment 
 

Items Mean SD WLB WE1 WE2 WE3 WE4 WE5 WE6 WE7 

WLB 4.12 1.387    1        

 WE1 4.07 .995 .575** 1       

 WE2 3.91 1.045 .531** .324** 1      

 WE3 4.04 .989 .693** .178** .318** 1     

 WE4 3.7 .997 .771** .229** .423** .276** 1    

 WE5 3.9 1.432 .482** .391** .506** .460** .567** 1   

 WE6 4.08 .998 .450** .282** .346** .478** .425** .511** 1  

 WE7 4.15 .897 .429** .408** .299** .456** .420** .540** .569** 1 
Source: Author’s own Compilation 

Note: SD = Standard Deviation, WLB=Work -life balance, ** p<.01, *p<.05 
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Graph 6.2: Mean Scores of the Work Environment Items 
Source: Author’s own Compilation 

  

 

As the correlation coefficient exhibits the strong and high interrelationship among the study 

variables. The correlation among the parameters of work environment differs from   .178(WE3 to 

WE1) to .569 (WE7 and WE6), indicating moderating correlation among the items. It has found 

that there is a weak correlation among WE4, WE1, and WE3. Additionally, items of work 

environment have a significant and strong correlation with WLB, ranging from .575 to .882. 

WLB has the highest influence on ‘I am getting adequate resources with respect to my job with 

the organization’ (WE4), having score of .882. 

Multiple regression analysis was carried out to define independent variables (work environment) 

and how it predicts the dependent variable (work- life balance). The model summary shown in 

table 6.5, describes the value of R, R2and adjusted R2 as depicted .81, .76, and .79 percentages 

respectively that implies for R2 that WE items reveal 76 per cent of the observed variability of 

work- life balance. The remaining 24 % has not been explained by the parameters, might connect 

with other variables. The value of adjusted R2 must be close to the value of R2 and it is a modified 

measure with having value of .797, reflects the generalisability of the model. The F value (F = 

657.231, p <.001) indicates highly significant variance of predictor items. The regression 

coefficients reveal that WE2, WE3, WE4, WE6, WE9 and WE8 are significant predictors of 

work- life balance. The item WE3 has highest standardized beta coefficients that reveal ‘There is 

free and open communication within the organization. 
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Table 6.6: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .391 .071  6.254 .000   

WE2 .216 .016 .243 13.473 .000 .735 1.342 

WE6 .191 .017 .231 11.652 .000 .598 1.329 

WE3 .289 .016 .473 22.654 .000 .458 2.135 

WE7 .233 .015 .378 17.912 .000 .462 2.267 

WE3 .234 .014 .369 17.890 .000 .447 3.678 

R = .813, R2 = .76, Adjusted R2 = .797, Std. Error of Estimate = .347, F = 657.231,Sig. = .000 

Note: Dependent variable: Work- life balance; Independent variables: (Constant),WE2, WE3, WE4, 

WE6, and WE7; Excluded Items: WE1 and WE5 
Source: Author’s own Compilation 

 

A t-value has been analzsed to investigate the contribution of the predictor variable to the 

model. All the t-values related with the beta coefficients are significant which justifies the 

significant contribution of work environments measures towards WLB. The parameter that 

does not predict work- life balance are excluded (i.e., WE1, WE5, and WE7). The collinearity 

statistics comprised of the VIF(variance inflation factor) and tolerance, depicted a phenomenon 

at which a predictor variable linearly predicted with a  substantial degree of accuracy with 

independent variables and the regression equation, tolerance defines one minus squared 

multiple correlation of the parameters with other independent variables (Kline,2014).As 

defined by Field (2009),the value of VIF and tolerance index must be less than10 and .2, 

respectively, where the VIF index and tolerance index differs from1.329 to 3.678 and .447 to 

.735 respectively that reveals that there is no multi-collinearity problem raised among the items 

of work environment. 

6.2.3 Health and Wellness Benefits (HW) 

The mean, standard deviations and correlation on the items of health and wellness benefits are 

given in table 6.7, where the mean score differs from 3.61 to 3.98. The item HW4 (I am getting 

the opportunity for extending suggestion towards healthy work environment) is having a 

highest mean score of 3.98, while, ‘I don’t have any psychological distress from my job’ 

(HW5) is a parameter with having a very low mean score of 3.61.It indicates that software 

professionals are getting opportunity of knowledge sharing regarding healthy work 

environment, although they are suffering from occupational diseases and psychological 
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distress from the workplace. The standard deviation value among the parameters elucidate that 

the values are ranging from 0.909 to 1.235. The mean scores of health and wellness benefits 

are shown in the graph no 6.3. As the correlation coefficient reflects on the strength and 

direction among the parameters, has found positive and moderate correlation among the 

parameters of health and wellness benefits, ranging from 0.169 to 0.754. 

Table 6.7 : Means, Standard Deviations and Correlations of  Health and wellness benefits 
 

Items Mean SD WLB HW1 HW2 HW3 HW4 HW5 HW6 HW7 HW8 HW9 

WLB 4.45 1.387 1          

HW1 3.77 .995 .672** 1         

HW2 3.93 .928 .583** .532** 1        

HW3 3.91 .989 .623** .169** .512** 1       

HW4 3.98 .997 .761** .199** .531** .424** 1      

HW5 3.61 1.235 .562** .231** .517** .478** .318** 1     

HW6 3.68 .967 .587** .289** .428** .429** .423** .476** 1    

HW7 3.65 .909 .539** .299** .719** .491** .506** .568** .537** 1   

HW8 3.74 .936 .686** .567** .754** .582** .346** .578** .525** .521** 1  

HW9 3.71 .978 .594** .663** .536** .582** .299** .576** .497** .538** .459** 1 

Note: SD = Standard Deviation, WLB=Work -life balance,** p<.01, *p<.05 
Source: Author’s own Compilation    

 

Graph 6.3: Mean Scores of the Health and wellness benefits Items 
Source: Author’s own Compilation 

 

Multiple regression analysis was carried out to define independent variables (health and 

wellness benefits) and how it predicts the dependent variable (work- life balance). Table 6.8 

represents the ANOVA, regression coefficient where the R2 value is .718, that entails health 

and wellness benefit parameters explained and observed 71 % of the work- life balance. So the 

rest 29% may associate with any other parameters under health and wellness benefits. The 

value of adjusted R2 is .793 (modified measures), the model signifies general, if the value of 
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adj.R2is nearer and closer to the value of R2.The F value is significant with the variance 

explicated by the predictor variable, and F value is 687.269, p< .001. HW1, HW5, HW7, 

HW3, HW4, HW9 is the major predictors for work- life balanceas shown in regression 

coefficients. The value of the standardised beta coefficient is high for HW9 (0.448) that 

exemplified that ‘employee health and wellness measures will increase the degree of WLB’, 

has strongly influenced towardswork-life balance. 

Table 6.8: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .396 .059  7.121 .000   

HW1 .236 .017 .267 13.273 .000 .719 2.302 

HW5 .180 .014 .286 12.612 .000 .651 1.543 

HW7 .295 .013 .423 23.561 .000 .676 2.764 

HW3 .221 .012 .362 18.092 .020 .537 1.119 

HW4 .234 0.14 .368 17.890 .000 .677 2.228 

HW9 .319 0.17 .448 14.991 .040 .649 2.134 

R = .803, R2 = .718, Adjusted R2 = .793, Std. Error of Estimate = .314, F = 687.269, Sig. = .000 

Note: Dependent variable: Work- life balance; Independent variables: (Constant),HW1, HW3, 

HW4, HW5,HW9 and HW7; Excluded Items: HW2, HW6, and HW8 
Source: Author’s own Compilation 

 

A t-value has been observed to identify the significant and positive role of the predictor 

variable in the model. The result found that there is a positive connection of t-value with the 

beta coefficients that justifies health and wellness benefit measures towards work- life balance 

are highly significant.HW2, HW6, and HW8havenot been predicting work- life balance. 

Multicollinearity can be identified through examining tolerance and the variance inflation 

factor (VIF) as a two collinearity diagnostic factors where, tolerance is a measure of 

collinearity exhibited through statistical process. The VIF measures the influence of 

collinearity among the variables in the regression coefficients and estimates amount of 

variance occurred where he VIF index should be less than 10 (Field, 2009) and tolerance index 

must be less than .2.The table exhibited tolerance index differs from .537 to .719, and the VIF 

index shows variation from 1.119 to 2.764, that exhibits that there is no multicollinearity 

problem among the parameters of health and wellness benefits. 

6.2.4 Financial and Non-financial Benefits (FNB) 

Table 6.9 exhibits descriptive statistics and correlation between the parameters of financial and 

non-financial benefits. The item with highest mean is, ‘my salary increases in fair extent in 

every year’( FNB5),value of 3.53, while lowest mean score is ‘my salary covers all expenses 
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and needs’ (FNB2),value of 3.11.Thevalue of standard deviation shows the values are in 

between 0.987 to 1.342. Graph 6.4reveals the mean value of parameters under financial and 

non-financial benefits. The strength of interrelationship presented among study variables as 

defined by correlation coefficients. The analysis has found significant and moderating 

correlation among elements of financial and non-financial benefit ranging from 0.251 to 

0.754.High correlation establishing among WLB and financial and non-financial benefits 

where, FNB7(I feel employee involvement and empowerment at organization) exhibits high 

correlation with WLB with having value of .756. 
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Table 6.9: Means, Standard Deviations and Correlations of  Financial and non-financial  benefits 

 
Items Mean SD WLB FNB1 FNB2 FNB3 FNB4 FNB5 FNB6 FNB7 FNB8 FNB9 FNB10 

WLB 4.07 1.76    1           

 FNB1 3.31 .879 .662**     1          

 FNB2 3.11 .876 .583** .429**     1         

 FNB3 3.29 .904 .523** .491** .492**    1        

 FNB4 3.38 .991 .612** .582** .329** .532** 1       

 FNB5 3.53 1.09 .459** .582** .259** .673** .544** 1      

 FNB6 3.48 .994 .687** .254** .251** .517** .578** .751** 1     

 FNB7 3.5 .879 .756** .495** .289** .428** .429** .653** .676** 1    

 FNB8 3.04 .932 .666** .672** .299** .719** .543** .586** .568** .387** 1   

 FNB9 3.24 .992 .594** .587** .567** .754** .631** .648** .578** .495** .561** 1  

FNB10 3.21 .831 .495** .543** .663** .536** .612** .479** .565** .574** .548** .398** 1 
Source:  Author’s own Compilation 

Note:SD = Standard Deviation, WLB=Work -life balance, ** p<.01, *p<.05 
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Graph 6.4:Mean Scores of Financial and non-financial benefits Items 
Source: Author’s own Compilation 

 

Multiple regression analysis was carried out to find out the parameters of financial and 

non-financial benefits (independent variables) and how it predicts the work- life balance 

(dependent variable). Table 6.10 exhibits the multiple regression analysis table where the 

value of R2 value is .807, means FNB elements explain 80.7% of the observed variability 

of work- life balance. The rest of 19.3 %, which has not portrayed might be connected to 

other elements of financial and non-financial benefits. Adjusted R2 is a modified measure 

that is closer and nearer to the value of R2 and adj.R2 is .819 reflecting a significant model. 

The F value illustrates the variance clarified by predictors, which proved a significant 

relationship (F=598.559, p<.001) .FNB1, FNB2, FNB6, FNB8, FNB7 and FNB4 are the 

significant predictors of work- life balance as revealed by the regression coefficients. 

FNB8 has the highest value of the standardized beta coefficient (0.498) which illustrates 

that ‘I am getting recognition and rewards by the virtue of my work performance’ having 

a strong influence on work- life balance. 
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Table 6.10: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardized 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .399 .041  6.230 .000   

FNB1 .307 .025 .223 13.361 .000 .592 2.762 

FNB2 .291 .027 .242 13.507 .000 .991 1.671 

FNB7 .285 .023 .467 24.561 .010 .681 2.871 

FNB6 .229 .031 .462 17.092 .000 .767 1.872 

FNB4 .283 .014 .389 17.890 .000 .899 2.076 

FNB8 .291 .017 .498 14.991 .000 .688 2.387 

R = .803, R2 = .807, Adjusted R2 = .819, Std. Error of Estimate = .313, F = 598.559, Sig. = .000 

Note: Dependent variable: Work- life balance; Independent variables: (Constant),FNB1, 

FNB2, FNB6, FNB8,FNB4 and FNB7; Excluded Items: FNB3, FNB9, and FNB10 
Source: Author’s  own  Compilation 

 

T-value has been observed to identify the significant and positive role of the predictor 

variable of the model. The result found that there is a positive connection of t-value with 

the beta coefficients that justifies financial and non-financial benefit measures towards 

work- life balance are highly significant. The elements, which are not predicting work- 

life balance, are excluded namely-FNB3, FNB9, and FNB10. Multicollinearity can be 

identified through examining tolerance and the Variance Inflation Factor (VIF) as a two 

collinearity diagnostic factors where, tolerance is a measure of collinearity exhibited 

through statistical process.  The variance inflation factor (VIF) measures the influence of 

collinearity among the variables in the regression coefficients and estimates the amount of 

variance occurred where the VIF index should be less than 10 and tolerance index must be 

less than .2(Field, 2009) .The table exhibited tolerance index, ranging from .592 to .991, 

and the VIF index varies among 1.671 to 2.871 that exhibits that there is no 

multicollinearity problem among the parameters of financial and non-financial benefits. 

6.2.5 Career Progression 

The tables 6.11 demonstrated the mean, standard deviation and correlation among the 

elements of career progression and work-life balance. The mean score presents a range, 

which is from 3.78to 3.96.The item ‘I am satisfied with the progress that has made 

towards meeting the career goals’ (CP5), is having the highest mean of 3.96. The item 

with having a very low mean score is ‘I get opportunities for career advancement and 

counselling’ (CP1).The value of standard deviation of career progression items 

rangesfrom0 to 1. Correlation coefficient depicts the direction and strength of the linear 

association between the two elements where the correlation of CP is ranging from.221 to 
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.679, reflecting positive and moderating effects. Meanwhile, parameter of career 

progression has a significant correlation with work-life balance. Particularly, the elements 

(CP7) ‘organizational emphasis on improvement of career will enrich the level of WLB’ 

is highly correlated with work-life balance with a value of .779.All the items of career 

progression have positively correlated with work-life balance ranging .523to.779. 

 

Table 6.11: Means, Standard Deviations and Correlations of  Career Progression 

 
Items Mean SD WLB CP1 CP2 CP3 CP4 CP5 CP6 CP7 

WLB 4.24 1.001 1        

CP1 3.78 1.021 .678** 1       

CP2 3.88 .921 .523** .275** 1      

CP3 3.81 .887 .623** .425** .298** 1     

CP4 3.92 .891 .671** .289** .679** .406** 1    

CP5 3.96 .792 .692** .221** .416** .387** .467** 1   

CP6 3.79 .814 .679** .299** .436** .482** .425** .551** 1  

CP7 3.81 .802 .779** .390** .399** .556** .510** .580** .589** 1 

Note:SD = Standard Deviation, WLB=Work -life balance 

** p<.01, *p<.05 
Source:  Author’s own Compilation 

 

 

 

Graph 6.5 : Mean Scores of the Career Progressions Items 
Source: Author’s own Compilation 

 

Multiple regression analysis has carried on defining the elements of career progression 

and how it predicts work-life balance significantly. The table explained detail below 

(6.13)represents the regression coefficient where the value of R2 is .799 which means 
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parameters of career progression explaining 79.9% of the observed variability with the 

dependent variable. The remaining 21.1% that may not be described by the items, 

associated with other variables. The adjusted R2 is a modified indices with having value of 

.814 (nearer to R2), signifying generalisability of the model. The F value (F = 698.567, p 

<.001) emphasizes that all the parameters of career progression explained by the 

predictors are highly significant. The highest beta coefficient of item CP7 (.565), which 

depicts that ‘organizational emphasis on improvement of career will enrich the level of 

WLB’ among software professionals. 

 

Table 6.12: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B 
Std. 

Error 
Tolerance VIF 

(Constant) .399 .041  6.230 .000   

CP1 .307 .025 .223 13.361 .000 .589 2.762 

CP4 .291 .027 .242 13.507 .000 .958 1.487 

CP7 .285 .023 .467 24.561 .000 .681 2.982 

CP5 .229 .031 .462 17.092 .000 .767 1.872 

R = .803, R2 = .799, Adjusted R2 = .814, Std. Error of Estimate = .303, F = 698.567, Sig. = 

.000 

Source: Author’s own Compilation 

Note: Dependent variable: Work- life balance; Independent variables: (Constant),CP1, 

CP5, CP4 and CP7; Excluded Items: CP3, CP2, and CP6 

 

To analyze the high and the positive contribution of the predictor variables, t- value has 

examined for significant implication. All t-values are related to the beta coefficients are 

significant which validates the significant consequence of career progression measures on 

work-life balance. It has found that the items of CP2, CP3, and CP6 is not predicting 

significantly on WLB. Collinearity statistics entails with linear combination between two 

variables at which VIF, reflects the inflation on variances of items anticipated that 

collinearities are presented on the predictors. The score of tolerance index should be less 

than .2, and the VIF index must be less than 10 (Field, 2009). Tolerance index replicates 

from .589 to .958, and the VIF index ranges from 1.487 to 2.982 that exhibited that there 

is no multicollinearity problem among the items under career progression. 
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6.2.6 Teamwork and Communication (TWC) 

The descriptive statistics and correlations among the parameters of teamwork and 

communication, and WLB have been described in the table 6.14. The item of TWC7 is 

having highest mean score of 4.25,‘teamwork and communication among executives will 

have a positive impact on work- life balance’. The item with a low mean score is ‘Team 

members have complementary skillsets to exhibit better performance (TWC1)’.The value 

of the SD of teamwork and communication, elements varies from0 to 1.5.Pearson’s 

correlation verifies the strength and direction of the relationship between the two elements 

where the correlation among the items of teamwork and communication, varies from .525 

(TWC6 and TWC4) to .812 (TWC7 and TWC6), suggesting high correlation among the 

items. Additionally, all the elements of teamwork and communication have a strong and 

positive correlation with work-life balance. Specifically, the item (TWC5) ‘the degree of 

interpersonal conflicts among team members are very rare’ with having the highest score 

of .823 with WLB. All the items of teamwork and communication have high correlation 

with WLB ranging from .554 to.823. 

 

Table 6.13: Means, Standard Deviations and Correlations of  Teamwork and 

Communication 
 

Items Mean SD WLB TWC1 TWC2 TWC3 TWC4 TWC5 TWC6 TWC7 

WLB 4.21 1.001 1        

TWC1 4.12 1.021 .554** 1       

TWC2 4.17 .932 .573** .575** 1      

TWC3 4.13 .987 .644** .554** .598** 1     

TWC4 4.16 1.091 .671** .589** .659** .823** 1    

TWC5 4.22 .992 .823** .678** .566** .587** .567** 1   

TWC6 4.19 1.114 .803** .699** .636** .582** .525** .671** 1  

TWC7 4.25 1.502 .799** .691** .699** .656** .610** .680** .812** 1 
Note: SD D= Standard deviation, WLB=Work -life balance, ** p<.01, *p<.05 

Source:  Author’s own Compilation 
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Graph6.6:Mean Scores of the Teamwork and Communication Items 
Source: Author’s own Compilation 

 

Multiple regression analysis was carried out to define the parameters of teamwork and 

communication and how it predicts work- life balance significantly. Table 6.15represents 

the model summary where the value of R2 is 76.5 that means the parameters of teamwork 

and communication explaining 76.5% of the observed variability with dependent variable. 

The remaining 23.5% are differing to the variables. The value of adjusted R2 is a.781 

(nearer to R2), signifying generalizability in the model. The F value (F = 614.112, p 

<.001) highlights that all the parameters of teamwork and communication explained by 

the predictors are highly significant. The highest beta coefficient of item TWC5 (.517), 

which depicts that ‘team assignment will help members to grow and mature them within a 

specified time’ among software professionals. 

 

The predicted variables in the model has been investigated thhrough observing t- value 

and empirically validated the significant contribution of the predictors with the variables. 

All t-values are related with the beta coefficients are significant which validates the 

significant contribution of teamwork and communication measures towards WLB. The 

variables that do not predict work-life balance are TWC4, TWC1, and 

TWC3.Multicollinearity can be identified through examining tolerance and the Variance 

Inflation Factor (VIF) as a two collinearity diagnostic factors where, tolerance is a 

measure of collinearity exhibited through statistical process.  The Variance Inflation 

Factor (VIF) measures the influence of collinearity among the variables in the regression 
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coefficients and estimates amount of variance occurred. The tolerance index must be less 

than .2, and the VIF index must be less than 10 (Field, 2009). It has proved tolerance 

index is ranging from .762 to 1.058, and the VIF index is in between 1.357 to 3.012, 

which exhibits that there is no multicollinearity problem among the items under teamwork 

and communication. 

Table 6.14: Model Summary, ANOVA, Coefficients and Collinearity Statistics 

 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .352 .043  6.230 .000   

TWC2 .315 .035 .423 23.355 .000 1.058 1.376 

TWC7 .296 .045 .502 24.407 .000 .986 1.357 

TWC6 .285 .053 .478 23.521 .000 .796 3.012 

TWC5     .297 .032        .517 15.092 .000     .762 1.966 

R = .743, R2 = .765, Adjusted R2 = .781, Std. Error of Estimate = .301, F = 614.112, Sig. = .000 

Source: Author’s own Compilation 

Note: Dependent variable: Work- life balance; Independent variables: (Constant),TWC2, 

TWC5, TWC6 and TWC7 ; Excluded Items: TWC3, TWC1, and TWC4 

 

 

6.2.7 Partners Support (PS) 

The descriptive statistics and correlations among the family dimension related parameters 

like partner support and work-life balance has been described by table 6.16 where the 

mean score exhibits a range from 3.28 to 3.39. The item of PS7 ‘Organization provides 

employment opportunity to the spouse or transfer to same units’ is having high score of 

3.39. The item with low mean score is ‘I feel motivated to fulfil my needs (PS1)’. It 

indicates that software organizations are facilitating employment opportunities for spouse. 

The value of standard deviation of partners support item differs from 0 to 1. Pearson’s 

correlation coefficient verifies the strength and direction of a relationship among the two 

parameters where the correlation among the items of partner support, ranging from .401 to 

.527, suggests moderating correlation between all the items. Furthermore, the items of 

partner support have a significant and positive correlation with work-life balance. 

Specifically, the item (PS4) ‘I am able to meet my needs with high priority for my family’ 

with a high value of .541.The items of partner support have moderately correlated with 

work-life balance ranging from.438 to.541. 
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Table 6.15: Means, Standard Deviations and Correlations of  Partners Support 

 
Items Mean SD WLB PS1 PS2 PS3 PS4 PS5 PS6 PS7 PS8 

WLB 3.48 1.221 1         

PS1 3.28 1.001 .441** 1        

PS2 3.37 .952 .473** .538** 1       

PS3 3.32 .989 .444** .519** .475** 1      

PS4 3.36 1.001 .541** .491** .504** .468** 1     

PS5 3.32 .986 .472** .478** .519** .487** .403** 1    

PS6 3.29 1.004 .523** .519** .438** .461** .487** .487** 1   

PS7 3.39 1.409 .449** .401** .519** .446** .527** .525** .442** 1  

PS8 3.31 .995 .438** .487** .491** .479** .456** .510** .480** .512** 1 
Note: SD = Standard Deviation, WLB=Work-life balance 

** p<.01, *p<.05 

Source:  Author’s own Compilation 

 

Multiple regression analysis has conducted to find out the interrelationship among 

partners supportand WLB. Table 6.17 illustrates to the model summary of regression 

analysis, where the value of R2 is 78.9 that mean the parameters of partner support 

explaining 78.9% of the observed variability with dependent variable. The adjusted R2 is a 

modified measure with having value of .803 (close to R2), signifying the generalisability 

of the model. The F value (F = 623.007, p <.001) highlights that all the parameters of 

partner support illuminated by the predictors are highly significant. The highest beta 

coefficient of item PS8 (.487), which depicts that ‘partners support provides better work- 

life balance among professionals’. 

To test the significant contribution of the predictor variables of the model, t- value was 

observed for significance. All t-values are related with the beta coefficients are significant 

which validates the significant contribution of teamwork and communication measures 

towards work-life balance. The variable that does not predict work-life balance are : PS4, 

PS1, PS6 and PS3.Multicollinearity can be identified through examining tolerance and the 

Variance Inflation Factor (VIF) as a two collinearity diagnostic factors where, tolerance is 

a measure of collinearity exhibited through statistical process.  The Variance Inflation 

Factor (VIF) measures the influence of collinearity among the variables in the regression 

coefficients and estimates amount of variance occurred. In the above table, the tolerance 

index ranges from .762 to 1.058, and the VIF index ranges from 1.007 to 2.012, this 

exhibits that there is no multicollinearity problem among the items under partner support. 
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Graph6.7:Mean Scores of the Partners Supports Items 
Source: Author’s own Compilation 

 

Table 6.16: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .352 .043  6.230 .000   

PS2 .315 .035 .413 23.355 .000 1.058 1.376 

PS8 .296 .045 .487 24.407 .000 .986 1.007 

PS7 .285 .053 .378 23.521 .000 .796 2.012 

PS5 .297 .032 .417 15.092 .000 .762 1.966 

R = .756, R2 = .789, Adjusted R2 = .803, Std. Error of Estimate = .301, F = 623.007, Sig. = .000 

Source: Author’s own Compilation. 

Note: Dependent variable: Work- life balance; Independent variables: (Constant),PS2, 

PS8,PS7 and PS5; Excluded Items: PS4, PS1,PS6 and PS3 

 

6.2.8 Childcare Responsibilities (CR) 

Table 6.18 provides the descriptive statistics and correlations among WLB and the 

parameters of child responsibilities. The item with the highest mean is ‘organization 

provides facilities of child care and educational facilities to the children’ (CR5),is 2.69. It 

signifies that the software organizations have high provisions towards child care and 

educational facilities. The element with the lowest mean is ‘I establish a warm and secure 

relationship with my child’ (CR1).Examination of the standard deviation of childcare 

responsibilities elements reveals that all the scores are ranging in between 0 to 1. All the 

parameters of childcare responsibilities except CR2 correlate significantly with each other 

3.28

3.37

3.32

3.36

3.32

3.29

3.39

3.31

3.2

3.3

3.4

PS1 PS2 PS3 PS4 PS5 PS6 PS7 PS8

Partners  Support 



176 

 

and ranges from .254 to .607. Further, WLB has significant and positive relationship with 

all the elements of childcare responsibilities except CR2. Moreover, work-life balance has 

moderate correlations with CR1, CR3, CR4,CR5 and CR6 and weak correlations with 

CR2. 

Table 6.17: Means, Standard Deviations and Correlations of  Childcare 

Responsibilities 
 

Items Mean SD WLB CR1 CR2 CR3 CR4 CR5 CR6 

WLB 3.11 1.231 1       

CR1 2.11 1.201 .504** 1      

CR2 2.38 .982 .567** .375** 1     

CR3 2.61 .981 .514** .254** -.69** 1    

CR4 2.52 1.004 .502** .389** -.49** .517** 1   

CR5 2.69 .982 .672** .478** .087** .489** .307** 1  

CR6 2.45 1.004 .703** .519** .054** .425** .607** .517** 1 
Note: SD = Standard Deviation, WLB=Work -life balance,** p<.01, *p<.05 

Source:  Author’s own Compilation 

 

 

 

 

 

 

 

 

Graph 6.8: Mean Scores of the Childcare Responsibilities Items 
Source: Author’s own Compilation 

 

Multiple regression is analysed the elements of childcare responsibilities of software 

executives and how it influence significantly on work-life balance. Table 6.19, describes 

the model summary, which gives the value of R2 as .591, denotes that the elements of 

child responsibilities explain 59 percent of the observed variability in WLB. The value of 
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adjusted R2 is .572 (close to the value of R2), which shows the generalisability of the 

model. The F value (F = 203.951, p <.001) describes the significance of the variance 

explained by childcare responsibilities parameters. The regression coefficients disclose 

that the items CR1, CR4, CR5 and CR6 significantly predict WLB. The highest beta 

coefficient is of CR5 (.511), which shows that ‘My child is generally happy and important 

for our family’ has a robust impact on WLB of software professionals. All the t-values 

associated with the beta coefficients are significant that explains the substantial 

contribution of the child responsibilities towards better WLB. The model excludes CR2 

and CR3, as they do not have a significant effect on WLB. The tolerance and the VIF 

index are highly satisfactory with scores ranging between .504 to .876 and 1.097 to 2.230 

respectively. 

 

Table 6.18: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .452 .043  5.310 .000   

CR1 .415 .033 .413 21.377 .000 .504 1.376 

CR4 .376 .031 .502 27.007 .000 .677 1.097 

CR6 .401 .043 .478 23.111 .000 .876 2.230 

CR5 .399 .042 .511 16.092 .000 .762 1.878 

R = .601, R2 = .591, Adjusted R2 = .572, Std. Error of Estimate = .301, F = 203.951, Sig. = .000 

Source:  Author’s own Compilation 

Note: Dependent variable: Work-life balance; Independent variables: (Constant),CR1, 

CR4,CR6 and CR5 ; Excluded Items: CR2 and CR3 

 

6.2.9 Eldercare Responsibilities (ER) 

Table 6.20 presents the descriptive statistics and correlations among elements of eldercare 

responsibilities and WLB. The mean score of item exhibits a range of scores from 3.27 to 

3.69. The item with the highest mean is ‘The organization provides a sponsored adult care 

hospitals’ (ER2). This signifies that the software professionals are availing better hospital 

facilities, sponsored by organization. The element with the lowest mean is ‘I spend quality 

time with my parents as required’ (ER4). The result of the standard deviation of elder care 

responsibilities elements reveals that all the scores are ranges in between 0 to 1. All the 

parameters of eldercare responsibilities correlate significantly with each other and range 

from .254 to .521. Further, WLB has significant and positive relationship with all the 

elements of eldercare responsibilities. Specifically, the item (ER6) ‘organizational 
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emphasis on eldercare facilities will improve the level of WLB’ with a value of .613. 

Moreover, work- life balance has moderate correlations with all the elements of eldercare 

responsibilities. 

Table 6.19: Means, Standard Deviations and Correlations of  Eldercare 

Responsibilities 
 

Items Mean SD WLB ER1 ER2 ER3 ER4 ER5 ER6 

WLB 3.97 .934 1       

ER1 3.18 .896 .454** 1      

ER2 3.69 .991 .473** .375**    1     

ER3 3.35 .987 .344** .254** .421**    1    

ER4 3.27 1.001 .401** .389** .369**  .521**     1   

ER5 3.55 .992 .482** .478** .487** .489**  .421** 1  

ER6 3.49 .813 .613** .519** .354** .425** .401** .497**     1 
Source: Author’s own Compilation 

Note: SD = Standard Deviation, WLB=Work -life balance,** p<.01, *p<.05 

 

 

 

 

Graph6.9:Mean Scores of Eldercare Responsibilities Items 
Source: Author’s own Compilation 

 

The elements of eldercare responsibilities of software executives’ influence significantly 

towards WLB were observed by using multiple regressions. Table 6.21, describes the 

model summary, which gives the value of R2 as .651, denotes that the elements of 

eldercare responsibilities explain 65 percent of the observed variability in WLB. The 

value of adjusted R2 is .683 (close to the value of R2), which shows the generalisability of 

the model. The F value (F = 577.451, p<.001) describes the significance of the variance 

explained by eldercare responsibilities parameters. The regression coefficients exhibited 
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that the all the parameters of significantly predict WLB. The highest beta coefficient is of 

ER3 (.503), which shows that ‘I am able to meet the requirement of parents.’ has a robust 

impact on WLB of software executives. All the t-values associated with the beta 

coefficients are significant that explains the substantial contribution of the eldercare 

responsibilities parameters towards better WLB. The model excludes ER5 and ER1, as 

they do not have a significant effect on WLB. The tolerance and the VIF index are highly 

satisfied with scores ranging between .684 to .986 and 1.003 to 2.437 respectively. 

 

Table 6.20: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .461 .043  4.310 .000   

ER2 .407 .033 .445 23.377 .000 .684 1.003 

ER4 .396 .031 .459 23.007 .000 .791 1.87 

ER6 .411 .053 .489 33.001 .000 .986 2.437 

ER3     .399 .052        .503 21.892 .000     .955 1.978 

R = .662, R2 = .651, Adjusted R2 = .683, Std. Error of Estimate = .301, F = 577.451, Sig. = .000 

Source:Author’s own Compilation 

Note: Dependent variable: Work- life balance; Independent variables: (Constant)ER2, ER4 

ER6 and ER3; Excluded Items: ER5 and ER1 

 

6.2.10 Family and Social Support (FS) 

Table 6.21 has described the descriptive statistics and correlations between family and 

social supports, and work-life balance where the means reveals from 2.91 to 3.24. The 

item of FS2‘I feel comfortable to share the worries and serious problem among family 

members’ is having high score of 3.24. The item with low mean score is ‘My neighbour 

pays attention towards me (FS1)’.It specifies that maximum software professionals are 

having supportive family members although having less social supports. The value of 

standard deviation of family and social support items varies among 0 to 1. Pearson’s 

correlation coefficient verifies the strength and direction of a relationship between the two 

parameters where the correlation between the elements of family and social support, 

differs from .358 to .617, suggesting high correlation among all the items. Henceforth, the 

items of family and social support have a positive correlation with work-life balance. 

Specifically, the item (PS4) ‘Family and social supports will improve the degree of WLB’ 

with a high value of .608.The items of family and social support have moderately 

correlated with work-life balance ranging from .417to.608. 
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Table 6.21: Means, Standard Deviations and Correlations of  Family and Social 

supports 
 

Items Mean SD WLB FS1 FS2 FS3 FS4 FS5 FS6 

WLB 3.91 .989 1       

FS1 2.91 .887 .443** 1      

FS2 3.24 .986 .453** .359** 1     

FS3 3.12 .996 .419** .358** .449** 1    

FS4 3.07 1.006 .417** .389** .369** .601** 1   

FS5 3.15 .987 .482** .478** .397** .589** .429** 1  

FS6 3.21 1.053 .608** .583** .453** .617** .417** .597** 1 
Note: SD = Standard Deviation, WLB=Work -life balance,** p<.01, *p<.05 

Source:  Author’s own Compilation 

 

 

 

 

Graph6.10 :Mean Scores of the Family and social Support Items 
Source: Author’s own Compilation 

 

Multiple regression analysis were described  the interrelationship on the parameters of 

family and social support and work- life balance, how much and at what amount of 

independent variables predicts the dependent variables. Table 6.17 provides to the model 

summary of regression analysis, where the value of R2 is 68.4 which means the parameters 

of family and social support explaining 68.4% of the observed variability with dependent 

variable. The remaining 31.6% that may not be explained by the items may be related to 

other variables. The adjusted R2 is a modified measure with having value of .703 (close to 

R2), signifying the generalisability of the model. The F value (F = 513.007, p <.001) 

highlights that all the parameters of family and social support illuminated by the 
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predictors are highly significant. The highest beta coefficient of item FS6 (.408),which 

depicts that ‘family and social supports will improve the degree of WLB’ among software 

professionals in IT-ITES Industry. 

 

To test the significant contribution of the predictor variables of the model, t- value was 

observed for significance. All t-values are related with the beta coefficients are significant 

which validates the significant contribution of family and social support measures towards 

work-life balance. The variables that do not predict work-life balance are 

excluded(i.e.,FS4, FS5and FS3).Multicollinearity can be identified through examining 

tolerance and the Variance Inflation Factor (VIF) as a two collinearity diagnostic factors 

where, tolerance is a measure of collinearity exhibited through statistical process.  The 

VIF measures the influence of collinearity among the variables in the regression 

coefficients and estimates amount of variance occurred (Pare and Tremblay,2007). The 

tolerance index value must be less than .2, and the VIF index value must less than 10 

(Field,2009). In the above table, the tolerance index differs from .649 to 1.001, and the 

VIF index ranges from 1.727 to 3.012, this exhibits that there is no multicollinearity 

problem among the items under family and social support. 

Table 6.22: Model Summary, ANOVA, Coefficients and Collinearity Statistics 

 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .399 .023  4.310 .000   

FS1 .407 .033 .372 13.377 .000 .784 1.727 

FS2 .386 .034 .401 27.007 .000 .649 1.87 

FS6 .329 .042 .407 31.892 .000 1.001 3.012 

R = .651, R2 = .684, Adjusted R2 = .703, Std. Error of Estimate = .301, F = 513.007, Sig. = .000 

Source: Author’s own Compilation 

Note: Dependent variable: Work- life balance; Independent variables: (Constant)FS2,FS1,and 

FS6 ; Excluded Items: FS3,FS4, and FS5 

 

6.2.11 Personal and Family Demands (PFD) 

Table 6.24 illustrates the descriptive statistics and correlations among elements of 

personal and family demands, and WLB. The means score of item exhibits a range from 

3.01 to 3.19. The item with the highest mean is ‘I am quite comfortable to make proper 

balance in between my family demand and work pressure’ (PFD4). It signifies that the 

maximum executives are able to manage both family pressure and job demands. The 
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element with the lowest mean is ‘I don’t find any irritation in job due to family demands’ 

(PFD3). The result of the standard deviation of personal and family demands elements 

exhibits the range scores from 0 to 1. The parameter of personal and family demands 

correlates with a range from .375 to .521. The result found a weak or negative correlation 

among PFD6, PFD2, and PFD4. Further, WLB has significant and positive relationship 

with the elements of personal and family demands. Specifically, the item (PFD5) ‘I never 

neglect my job as my family members are truly encouraging and managing the 

requirements of the family in emergency’ with a value of .523. Moreover, work- life 

balance has moderate correlations with the elements of personal and family demands 

(PFD1, PFD3, PFD4 andPFD5). 

 

 

Table 6.23: Means, Standard Deviations and Correlations of  Personal and Family 

Demands 
 

Items Mean SD WLB PFD1 PFD2 PFD3 PFD4 PFD5 PFD6 

WLB 3.97 .968 1       

PFD1 3.11 .899 .344** 1      

PFD2 3.13 .997 .373** .375** 1     

PFD3 3.01 .921 .344** .384** - .42** 1    

PFD4 3.19 1.004 .411** .389** .36** .521** 1   

PFD5 3.15 .988 .523** .478** -.47** .489** -.42** 1  

PFD6 3.07 1.003 .413** .519** -.35** .425** -.39** .497** 1 

Note: SD = Standard Deviation, WLB=Work -life balance,** p<.01, *p<.05 
Source:  Author’s own Compilation 

 

The relationship among elements of personal and family demands of software executives’ 

and how to influence significantly towards work- life balance were observed by using 

multiple regressions. Table 6.21, describes the model summary, which gives the value of 

R2 as .421, denotes that the elements of personal and family demands explain 42 percent 

of the observed variability in WLB. As we did not find the anticipated outcome of R2value  

for the variable of personal and family demands, still we include this variable as a 

significant indicator of work-life balance by supporting earlier research (Tausig and 

Fenwick,2001).The value of adjusted R2is .483 (close to the value of R2), which shows the 

generalisability of the model. The F value (F = 512.012, p <.001) describes the 

significance of the variance explained by parameters of personal and family demands. The 

regression coefficients exhibited that the all the parameters of significantly predict WLB. 

The highest beta coefficient is of PFD5 (.413), which shows that ‘I never neglect my job 

as my family members are truly encouraging and managing the requirements of the family 



183 

 

in emergency’ has a strong influence on WLB of software executives. All the t-values 

associated with the beta coefficients are significant that explains the substantial 

contribution of the personal and family demand parameters towards better WLB. The 

model excludes PFD2, PFD3 and PFD6, as they do not have a significant effect on WLB. 

The tolerance and the VIF index are highly satisfactory with scores ranging between .649 

to 1.001 and 1.727 to 3.012 respectively. 

 

 

Graph 6.11 :Mean Scores of the Personal and Family Demand Items 
Source: Author’s own Compilation 

 

Table 6.24: Model Summary, ANOVA, Coefficients and Collinearity Statistics 
 

Model 

Unstandardised 

Coefficients 
Standardised 

Coefficients 

Beta 

t Sig. 

Collinearity 

Statistics 

B Std. Error Tolerance VIF 

(Constant) .349 .026  4.310 .000   

PFD1 .410 .023 .377 13.377 .000 .784 1.727 

PFD4 .332 .036 .401 27.007 .000 .649 1.87 

PFD5     .303 .047        .413 31.892 .000     1.001 3.012 

R = .501, R2 = .421, Adjusted R2 = .483, Std. Error of Estimate = .301, F = 512.012, Sig. = .000 

Source: Author’s own Compilation. 

Note: Dependent variable: Work- life balance; Independent variables: (Constant)PFD1,PFD4 

and PFD5; Excluded Items: PFD2,PFD3 and PFD6 

 

6.2.12 Work-Life Balance (WLB) 

The mean, standard deviation and correlations has been analyzed in the table 6.24, for the 

variables of WLB. The item with having highest and lowest means is WLB3 and 

WLB2with the value of 2.93 and 2.68. The highest mean score reveals ‘I am able to stay 
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involved in non-work interests and activities’(WLB3) and the lowest mean score 

parameter is ‘I experience conflicting demands from job as well as family’(WLB2), which 

signifies software executives are quiet happy and feel engaged in non-official activities 

like (religious, cultural and communal) activities. The lowest mean parameter indicates, 

they are facing very few conflicting situations from work to family. The standard 

deviation result of elements of WLB reflecting that all scores are varying among 0 to 

1.The elements of WLB are correlating significantly and positively among each other, 

which differs from .241 to.792.Additionally,thecorrelations of WLB5 with WLB6 and 

WLB7,WLB9 with WLB3 and WLB8,WLB2and WLB10,WLB9 withWLB3,WLB4 are 

having strong relationship among them. The result reflecting weak correlation between the 

items ofWLB1 and WLB2 with WLB6. Except these correlations, other correlations are 

moderating correlation among the items. 
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Table 6.25: Descriptive statistics and correlation of WLB 

 

Items Mean SD WLB1 WLB2 WLB3 WLB4 WLB5 WLB6 WLB7 WLB8 WLB9 WLB10 

WLB1 2.69 .901     1          

WLB2 2.68 .876 .429**     1         

WLB3 2.93 .884 .491** .492**    1        

WLB4 2.78 .901 .582** .329** .532** 1       

WLB5 2.73 1.01 .582** .259** .673** .544** 1      

WLB6 2.81 .949 .241** .251** .517** .578** .792** 1     

WLB7 2.87 .879 .495** .289** .428** .429** .653** .676** 1    

WLB8 2.91 .872 .672** .299** .719** .543** .586** .568** .387** 1   

WLB9 2.89 .919 .587** .567** .754** .631** .648** .578** .495** .561** 1  

WLB10 2.88 .881 .543** .663** .536** .612** .479** .565** .574** .548** .398** 1 

                        Note:  ** p< .01, *p<.05, Source: Author’s own Compilation 
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Graph 6.12: Mean Scores of the Work-life balance Items 
Source: Author’s own Compilation 

6.2.13 Employee Commitment (EC) 

The table 6.26 exhibits the mean, standard deviation and Pearson correlations of the items 

under employee commitment. The highest mean score is (EC1) ‘I am proud to be a part of 

this organization’, having score of 3.23.The lowest mean score is EC5, ‘I am very happy 

to spend the rest of the career with this organization’ with score of 3.01.It indicates that 

maximum executives are feeling proud to be part of particular organization. The items 

having lowest mean score signifying that though they are happy in present organization, 

still if they may explore better opportunities and facilities of another organization. 

Examination of standard deviation among the items of EC showcases that all the values 

are below 1 or nearer to 1.The pattern of correlation among the parameters varies from 

.204 to .643. The relationship among the items EC2 and EC3 is not significant. The strong 

and significant correlation are established among parameters of EC4, EC2, EC3 and EC6, 

.The correlation among the items EC1,EC2, EC5, and EC6 are weak, whereas the 

correlation among other items of EC are moderate. 
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Table 6.26: Descriptive statistics and Pearson correlation among the parameters of EC 

Items Mean  SD EC1 EC2 EC3 EC4 EC5 EC6 

EC1 3.23 .987 1      

EC2 3.19 1.14 .204** 1     

EC3 3.21 .989 .401** -.38** 1    

EC4 3.14 .976 .353** .519** .643** 1   

EC5 3.01 .969 .423** .473** .419** .480** 1  

EC6 3.09 .891 .424** .491** .529** .431** .211** 1 

Note:  ** p< .01, *p<.05, Source: Author’s own Compilation 

 

 

Graph6.13:Mean Scores of Employee Commitment Items 
Source: Author’s own Compilation 

 

6.2.14 Psychological Empowerment (PE) 

Table6.27: Mean, Standard deviation and Pearson correlation of PE 

Items Mean  SD PE1 PE2 PE3 PE4 PE5 PE6 

PE1 3.03 .997 1      

PE2 3.21 .994 .314** 1     

PE3 2.93 .991 .423** .138** 1    

PE4 2.98 .994 .413** .569** .583** 1   

PE5 2.97 .998 .393** .479** .319** .309** 1  

PE6 3.13 .963 .404** .431** .629** .331** .311** 1 

Note:  ** p< .01, *p<.05, Source: Author’s own Compilation 

 

The above table (6.27) explained on mean, standard deviation and correlation among the 

parameters of psychological empowerment. The mean sore varies among the parameters 

of 2.93 to 3.21 .The highest mean score of the parameters is PE2 (3.21), ‘I am enjoying 
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autonomy for planning and completing the assigned task in time reflects maximum 

executives are independent to plan and execute for their work assignment. The lowest 

mean score is PE3 (2.93) relating to all the activities are personally meaningful to me. 

Inspection of the standard deviation of the variable PE is less than 1. All the parameters 

are having strong and significant correlation of PE .The high correlations among the items 

are PE4, PE2, PE3 and PE6 .The weak correlation among the parameters are PE3 and 

PE2(.138).Rests of relationship among the parameters are having moderate relationship. 

 

Graph 6.14: Mean Scores of Psychological Empowerment Items 
Source: Author’s own Compilation 

 

6.2.15 Retention of the Professionals (RP) 

Table (6.28) illuminated on descriptive statistics and correlations between the items of 

Retention of professionals. The result reveals the highest mean score relating with RP4 

which is 3.77 reflecting on the item ‘I am satisfied and motivated from work assignment 

and environment’. The item RP2,‘I wish to stay with the present employer until 

retirement’ is having very low mean score that is 3.54.The high and low mean score of the 

parameters defines that software executives are highly satisfied with work environment 

and work assignment whereas the low mean score shown that they are not ready to 

continue in same organization until their retirement, still the executives are searching for 

better career opportunities. Examinations of the standard deviation are revealed that all the 

scores are below 1. All the items under employee retention are having positive and 

significant interrelations among them. The weak correlations among the items are RP2 
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and RP4. The strong and high correlations among the items are RP1, RP3, RP4, RP5 and 

RP6.Except these relationships, other correlations are having moderating effect. 

Table6.28: Mean, Standard deviation and Pearson Correlation of Retention of 

Professionals 

Items Mean  SD RP1 RP2 RP3 RP4 RP5 RP6 

RP1 3.69 .909     1      

RP2 3.54 .923 .406** 1     

RP3 3.71 .921 .513** .447** 1    

RP4 3.77 .690 .567** .331** .463** 1   

RP5 3.55 .807 .493** .487** .501** .617** 1  

RP6 3.63 .789 .434** .376** .509** .501** .421** 1 

Note: SD = Standard Deviation, Note:  ** p< .01, *p<.05,  

Source: Author’s own Compilation 

 

 

Graph6.15:Mean Scores of Retention of Professional Items 
Source:Author’s own Compilation 

 

6.2.16  Organizational Citizenship Behaviour (OCB) 

Table (6.28) illustrated below, highlights the mean and standard deviation of the parameters 

of organizational citizenship behaviour. The elements with having high mean score is on 

OCB1 (4.02) ‘I obey company rules and regulations even when no one is watching’ that 

replicates the executives are satisfied and followed organizational rules and regulation. 

The parameters with low mean score is ‘I always keep abreast of changes in the 

organization (OCB2)’with score of 3.78. Inspections of the standard deviation of the 

parameters under organizational citizenship behaviour exposed that all values are below 1. 
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Table 6.29: Descriptive Statistics  of Organizational Citizenship Behaviour  
Items OCB1 OCB2 OCB3 OCB4 OCB5 OCB6 

Mean 4.02 3.78 3.92 3.90 3.99 3.98 

SD .889 .934 .917 .976 .983 .998 

Note: SD = Standard Deviation, Source: Authors own Compilation 

 

 

Graph 6.16: Mean Scores of Organizational Citizenship Behaviour Items 
Source: Author’s own Compilation 

 

Hence, the preliminary result of obtained data shown that the average scores of the study 

variables range between 2.1 to 4.8. In particular, the items of work and family dimensions 

presented the poor perceptions of WLB among software professionals in India. Moreover, 

the elements of retention of professionals portrayed a high level of employee retention 

among the professionals. The standard deviations of all the study items were below or 

around 1. The correlation among the items of most of the study variables was significant 

except few items. The multiple regression analysis revealed that the variables of work 

dimensions and family dimensions significantly predicted WLB with R2 values ranging 

from .42 to .80representing that more than 50% of the variance in dependent variable was 

explained by independent variables (except one variable: PFD). All the regression models 

were statistically significant at .01 levels. 
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The study reveals bivariate correlation of study variables with control variable and 

depicted in the table 6.28. The control variables that have been specified for the study are 

age, educational status, work experience, marital status, gender, parental status, 

designation and response from the specific organization. The dimensions in the research 

has examined for correlation analysis with control variables are: flexible work pattern, 

work environment, health and well ness benefit, financial and non-financial benefits, team 

work and communication and career progression, partners support, childcare 

responsibilities, eldercare responsibilities, family and social support, personal and family 

demands, employee commitment, psychological empowerment and organizational 

citizenship behaviour. The result of correlation reflected on that designation and work 

experience are having positive and high correlation with employee commitment and 

parental and marital status has significantly correlated with organization citizenship 

behaviour, meanwhile except these other control variables are insignificantly and 

negatively correlated with other study variables. However all the study variables are 

strongly correlated with among each other ranging from .158 to .697, whereas high 

correlation lies among the study variables of organizational citizenship behaviour, and 

family and social support and psychological empowerment, and there is very weak 

correlation established among work environment and childcare responsibilities. 
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Table 6.30 :Correlation among Control Variables and study variables 

 
 AGE GEN WEX DEG PS MS EDU ORG FWS WE HWB FNB TWC CP PS CR ER FSS PFD EC PE OCB 

AGE 1                      

GEN -.31 1                     

WEX -.24 -.07 1                    

DEG -.45 -.09 -.07 1                   

PS .04 .017 .001 .002 1                  

MS -.017 .010 .020 .004 .071 1                 

EDU -.038 -.025 -.026 -.027 .009 .075 1                

ORG .032 -.08 -.14 -.53 .027 .009 .075 1               

FWS .22 .029 .002 .004 -.039 .027 .009 .075 1              

WE .030 .034 .025 .002 -.019 -.034 .027 .009 .275 1             

HWB .017 .009 .075 .007 -.004 -.059 .410** 260** .272** .231** 1            

FNB .014 .017 .001 .063 .001 .059 .428** .212* .255** .260** .202** 1           

TWC .062 .010 .020 .058 -.047 .055 .248** .390** .261** .221** .239** .326** 1          

CP .059 -.025 .026 .086 .003 -.011 .260** .272** .239* .251** .309** .356** .269** 1         

PS .069 .020 .006 .015 .034 -.035 .469** .291** .256* .217** .421** 257** .272** .289** 1        

CR .054 .031 .040 .039 .006 -.028 .223** .281** .291* .158** .520** .471** .291** .260** .277** 1       

ER .061 -.020 .025 .009 .025 -.009 .266** .312** .224** .252** .449** .338** .281** .469** .260** .271** 1      

FSS .057 .041 .012 .012 -.029 -.007 .240** .239** .235* .421** .221** .276** .312** .215** .469** .291** 277** 1     

PFD -.09 -.083 -.20 .078 -.019 -.028 .255** .326** .208* .249** .380** .362** .433** .436** .188** .281** .272** .239** 1    

EC -.12 -.046 .040* .039* -.008 -.009 .278** .202* .471** .272** .275** .184** .278** .310** .214** .312** .291** .258** .248** 1   

PE -.42 -.015 -.07 .061 .027 .036 .276** .272** .298** .277** .252** .200** .247** .310** .214** .313** .281** .697** .256** .248** 1  

OCB .012 -.034 -.02 .111 .051* .028*  .31 .33 .231* .251** .319** .356** .234** .346** .278** .265** .312** .497** .469** .261** 257** 1 
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Source:Author’s own Compilation 

Note: AG= Age; GEN = Gender; EDU = Education; WEX = Work Experience; DEG = Designation; ORG = Organization; PS= Parental Status; MS=Marital Status FW = 

Flexible work pattern; WE = Work environment; HW = Health and well ness benefits; FNB = Financial and non-financial benefits; TWC = Team work and communication; 

CP = Career progression; PS=Partners support ; CR=Childcare responsibilities; PFD=Personal and family demands ÉR=Eldercare responsibilities; FSS=Family and social 

support;EC = Employee commitment; PE = Psychological empowerment; OCB = Organizational citizenship behaviour. 

** p<.01, *p<.05 
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6.4 Empirical Analysis of Hypothesized Research Model 

 

The study has conducted a comprehensive two-way modelling approach to analyze SEM 

(structural equation modelling) (Anderson and Gerbing,1988).The first step is to build and 

establish a measurement model and the second step is to validate and assess the overall fit of 

structural model followed by model modification. Before analyzing SEM, EFA (exploratory 

factor analysis) has conducted to uncover underlying structures with comparatively large set 

of study variables as well as to identify latent constructs by reducing large number of items or 

dimensions. The extracted factors of exploratory factor analysis are analyzed further with 

CFA (confirmatory factor analysis) and shown in the measurement model. Then, the 

structural model verified for research hypothesis. 

 

6.4.1  Validation of Exploratory Factor Analysis 

Exploratory Factor Analysis (EFA) starts with any measured variable or indicators might 

connect with a factor. A Factor is called, when a group of observed variables is established 

with underlying variables. EFA is a process of multivariate statistics that has been used to 

identify the underlying structure phenomena of huge set of variables. It is also known as data 

reduction and dimension technique which minimize the large set data to smaller set of 

variables (Kline, 2014). It can be performed with two methods such as: principal component 

analysis(PCA) and varimax rotation method (VRM) at where PCA is applied when minimum 

factors are described with maximum portion of variables of original data set. Varimax 

rotation is otherwise known orthogonal rotation which is analyzed to simplify the factor 

matrix columns through which associated extracted factors are clearly defined(Field, 2009). 

In this study, PCA and VRM have conducted by examining one hundred twenty one items, 

including all study variables. VRM is common method to identify each variable in single 

factors. Orthogonal rotation can be applied if there is no correlation existed among factors in 

that case an oblique rotation may perform. The pattern of latent construct is established on the 

basis of loadings interpretation as well as with content of the variables. Ultimately, one 

hundred twenty one attributes were analyzed with no cross-load with having higher than .5 

communalities and greater than .5 factor loadings (Hair et al.,2014). EFA carried on for the 

suitability of two eastablished statistical measures like, Kaiser–Meyer–Olkin (KMO) and 

Bartlett’s test of sphericity, where KMO reflects on adequacy of the sample and it must be 

ranging among 0 to 1, and if the value closer to 1 suggests unique correlation patterns with 
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consistent factors. If the KMO value is higher than .8, is better (Hutcheson and 

Sofroniou,1999). A Bartlett’s test of Sphericity measures on the hypothesis that the 

correlation matrix which is an identity matrix, that means there is no correlation among the 

attributes. 

 

 

 

 

 

 

*** p <.001 

Source: Author’s own Compilation 

 

The table(6.31) presented above KMO and Bartlett’s test of Sphericity, that reflects the value 

of KMO is .862 and thumb rule for interpreting KMO value (must be above .6) signifies 

sampling adequacy is good and useful for factor analysis. The Bartlett’s test of Sphericity 

exhibits 2346 degrees of freedom and value of chi-square is14383.091, revealing significant 

with 0.01 levels. The outcome of the study found positive correlation among several 

attributes. In EFA, communality defines the sum of squared component factor loadings with 

number of factor extracted and value depicting from 0 to 1.The value which closer to 1 gives 

an adequate explanation of common variance (MacCallum et al.,1999). The table no 6.32 

exhibited communalities for the attributes, are ranging from .602 to .904 by signifying 

sufficient amount of shared variance of items among other items 71.18% of the variance 

jointly validate that there 15 factors extracted where Eigen values are higher than 1.The 

attributed variance of first factor is significantly higher than rest fourteen factors. The 

varimax rotation of EFA has explained in the table 6.33, highlighting rotated component 

matrix of factor loadings. A factor which is less than 3 items is poor and uneven whereas 5 or 

more items which loading larger than .6 is enviable and indicates unyielding factors (Osborne 

and Costello,2009).The result of varimax rotation table confirmed as reliable and concrete for 

exploratory factor analysis. Furthermore, tale 6.34 explained that 67items are loaded on the 

fifteen factors from the study variables comprehensively. 

 

 

 

 

Table 6.31: KMO and Bartlett's Test 

Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy. 
.862 

Bartlett's Test of 

Sphericity 

Approx. Chi-Square 14383.091 

df 2346 

Sig. .000 
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Table 6.32: Communalities of the Loaded Items 

Loaded items  Communalities 
FW1 .641 

PS2 
.657 

FW3 .686 

EC1 .719 

EC6 
.640 

PE7 .763 

WE1 .628 

WE3 
.709 

PE2 .602 

ER3 .624 

WE6 
.671 

WE 7 .702 

PE 2 .659 

CP1 
.767 

OCB2 .713 

CP3 .670 

OCB3 
.642 

FSS6 .624 

CP6 .742 

CP7 
.789 

TWC1 .758 

WLB2 .729 

TWC7 
.719 

WLB5 .777 

TWC3 .717 

WLB6 
.799 

TWC5 .650 

FNB1 .614 

RP4 
.621 

FNB3 .655 

RP3 .662 

FNB4 
.715 

FNB6 .623 

PE1 .662 

HW2 
.741 

CR4 .607 

HW4 .686 

HW5 
.719 

HW5 .640 

PS1 .623 

FW2 
.628 
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PS3 .709 

PS4 .678 

PS5 
.614 

HW4 .653 

CR3 .702 

HW3 
.659 

ER2 .767 

TWC4 .713 

ER6 
.670 

ER7 .642 

FSS1 .624 

FSS3 
.742 

FSS5 .789 

OCB5 .758 

PFD1 
.729 

PFD3 .719 

PE4 .777 

PFD5 
.717 

WLB3 .799 

OCB1 .650 

WLB4 
.904 

RP4 .621 

RP5 .655 

PE3 
.662 

WLB8 .715 

EC7 .623 

PS6 
.662 

CP7 .876 

FNB2 .765 

FSS6 .793 

EC7 .723 

Source: Author’s own Compilation 
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Table 6.33 :Total Variance Explained by Extracted Factors 

 

Factor 

Initial Eigenvalues 
Extraction Sums of Squared 

Loadings 
Rotation Sums of Squared Loadings 

Total % of Variance Cumulative % Total 
% of 

Variance 

Cumulative 

% 
Total 

% of 

Variance 
Cumulative % 

1 11.961 17.335 17.335 11.961 17.335 17.335 5.297 7.676 7.676 

2 9.306 13.486 30.821 9.306 13.486 30.821 4.793 6.946 14.622 

3 3.526 5.110 35.932 3.526 5.110 35.932 4.408 6.388 21.010 

4 3.072 4.452 40.383 3.072 4.452 40.383 4.102 5.944 26.954 

5 2.699 3.911 44.294 2.699 3.911 44.294 3.653 5.295 32.249 

6 2.604 3.774 48.069 2.604 3.774 48.069 3.472 5.032 37.280 

7 2.337 3.387 51.455 2.337 3.387 51.455 3.324 4.818 42.098 

8 2.262 3.278 54.734 2.262 3.278 54.734 3.232 4.685 46.783 

9 2.030 2.942 57.676 2.030 2.942 57.676 3.079 4.462 51.245 

10 1.852 2.684 60.360 1.852 2.684 60.360 2.534 3.672 54.917 

11 1.779 2.578 62.938 1.779 2.578 62.938 2.416 3.501 58.418 

12 1.660 2.405 65.343 1.660 2.405 65.343 2.372 3.438 61.857 

13 1.383 2.005 67.348 1.383 2.005 67.348 2.288 3.315 65.172 

14 1.334 1.933 69.281 1.334 1.933 69.281 2.176 3.154 68.326 

15 1.316 1.908 71.188 1.316 1.908 71.188 1.975 2.862 71.188 

Note: Extraction Method: Principal Component Analysis,Source:Author’s own Compilation 

 

 

 

 

Table 6.34 :Rotated Component Matrix of Extracted Factors 

 

 Component 

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 

HW1       .833         

HW2       .793         

HW3       .814         

HW4       .798         

FW2     .755           

FW3     .760           

FW4     .771           

FW5     .815           

FW6     .800           

PE1    .741            

PE2    .763            

PE3    .843            

PE4    .816            

PE5    .739            

RP1  .829              

RP2  .864              

RP3  .875              

RP4  .825              

RP5  .743              

ER1            .679    

ER2            .586    

ER3            .772    

ER4            .914    

CP1          .792      

CP2          .713      

CP3          .763      
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CP4          .788      

PS2           .854     

PS3           .842     

PS4           .882     

PFD1               .796 

PFD2               .823 

PFD3               .732 

FSS1             .733   

FSS2             .659   

FSS3             .801   

FSS4             .726   

EC2   .756             

EC3   .791             

EC4   .711             

EC5   .795             

EC6   .706             

EC1   .720             

FNB1        .678        

FNB2        .769        

FNB3        .743        

FNB4        .734        

FNB5        .661        

CR1              .769  

CR2              .769  

CR3              .770  

WE1      .734          

WE2      .724          

WE3      .763          

WE4      .731          

WE5      .734          
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WLB3 .776               

WLB4 .771               

WLB5 .723               

WLB6 .845               

WLB7 .791               

WLB8 .759               

WLB9 .746               

TWC5         .714       

TWC2         .748       

TWC3         .827       

TWC4         .783       
Source:Author’s own Compilation 

Extraction Method: Principal Component Analysis. Rotation Method: Varimax with Kaiser Normalization. 

FW = Flexible work pattern; WE = Work environment; HW = Health and well ness benefits; FNB = Financial and non-financial benefits; TWC = 

Team work and communication; CP = Career progression; PS=Partners support; CR=Childcare responsibilities; PFD=Personal and family 

demands ÉR=Eldercare responsibilities; FSS=Family and social support; EC = Employee commitment; PE = Psychological empowerment; OCB = 

Organizational citizenship behaviour, WLB= Work-life balance, RP=Retention of Professionals. 
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Table 6.35: Extracted Factors of study variables 

Variables (Factors) Extracted Items 

Flexible Work Pattern (FW) FW3,FW2, FW4,FW5,FW6 

Work Environment (WE) WE1, WE2,WE3,WE4,WE5 

Health and Wellness Benefits (HW) HW1,HW3,HW2, HW4 

Financial and nonfinancial benefits(FNB) FNB1,FNB5,FNB3,FNB4, FNB2 

Team Work and Communication(TWC) TWC5,TWC2,TWC3,TWC4 

Career Progression(CP) CP2,CP3,CP1, CP4 

Partners Support (PS) PS2,PS3,PS4 

Child Responsibilities(CR) CR1,CR3,CR2 

Eldercare Responsibilities (ER) ER1,ER2,ER3, ER4 

Family and Social Support (FSS) FSS1,FSS2,FSS3,FSS4 

Personal and Family Demands(PFD) PFD1,PFD2,PFD3 

Work- life balance (WLB) WLB3,WLB4,WLB5,WLB6, WLB7, WLB8, WLB9 

Employee Commitment(EC) EC1,EC2,EC3,EC4, EC5, EC6 

Psychological Empowerment(PE) PE1,PE2,PE3,PE4, PE5 

Retention of Professionals(RP) RP1,RP2,RP3, RP4, RP5 

Source:Author’s own Compilation 

6.4.2 Measurement Model 

 

Confirmatory factor analysis which is an initial step of structural equation of modelling (SEM) 

has been examined to identify latent constructs and indicators for establishing measurement 

model. The study has consisted fifteen latent constructs with 67 indicators in the measurement 

model, is exhibited in the figure 6.1.One path has been produced from the latent constructs; those 

were inter related with each other. The model fit of the measurement model has explored on 

various model fit indices by including chi-square (χ2/df) that must be in the range of 5 to 

1(Arbuckle,2009),GFI(goodness of fit index) value must be higher than 0.9,08 (Browne and 

Cudeck, 1993);RMESA (root mean square  error of approximation), value should be lower than 

0.08 (Bentler and Hu,1999);CFI  and TLI  those are an incremental fit measures, abbreviated as 

Comparative fit index and Tucker-Lewis  index values are must be greater than0.09;and PCFI 

and AGFI  are the fit measures of parsimony described as parsimony comparative fit index  and 

adjusted goodness of fit index respectively, where the value must be ranging between 0.5 to 1 

and value should be closed to the CFI and GFI (Mulaik et al., 1989).The model is accepted if the 

above thumb rule is proved with the specific rule. Meanwhile, Byrne (2010) defined the required 

sample size calculated by Holter’s statistics to capitulate satisfactory model fit. The table (6.36) 

described model fit indices of fifteen latent constructs with acceptable model fit of χ2/df=1.799, 

RMESA=.058, CFI=.923, GFI=.912, TLI=.921, PCFI=.891, AGFI=.886, Hoelter= 

349(.05),373(.01), p<.001). 
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Source:Author’s own Compilation 

Figure 6.1: Measurement Model 
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Table 6.36: Model fit indices of the Measurement Model 

Fit indices Observed vales Threshold values 

Absolute fit measures 

CMIN/DF 1.799 ≤2**; ≤3*; ≤5* 

GFI .912 ≥.90**,≥.80* 

RMSEA .058 ≤.08 

Incremental fit measures 

TLI .921 ≥.90**,≥.80* 

CFI .923 ≥.90**,≥.80* 

Parsimony fit measures 

AGFI .886 The higher, the better 

PCFI .891 The higher, the better 

HOLTER 349 (.05), 373 (.01) 

Source: Author’s own Compilation 

Note: *Marginal, ** Acceptable 

 

6.4.2.1Convergent Validity (CV) and Discriminant Validity (DV) 

 

Both the convergent and discriminant validity are the sub categories of construct validity, where 

convergent validity is analyzed through indicating a correlation among two indicators and it is a 

degree at which particular constructs and indicators contribute a high proportion of variance in 

general.CV can be inspected by examining indicator’s standardized factor loading, composite 

reliability (CR), and average variance extracted (AVE). Each latent construct indicator’s value 

preferably must be higher than .5 (Hair et al.,2014). The score of AVE should be higher than .5 

(Larcker and Fornell,1981),which is an average variance explained by latent constructs followed 

by indicators. CR is analyzed through standardized factor lading, R square and error variance and 

is obtained by combining all of the score variances and covariance in the composite of indicator 

variables related to constructs, and by dividing this sum by the total variance in the composite. 

The value of CR must be higher than .7(Kim and Peterson,2013).The table 6.37 explained below 

described the standardized loading, AVE and CR, which has verified with significant loading. 
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Table 6.37: Outcome of the Measurement Model 

Constructs Measurement 

items 

Standardized 

Estimates 

AVE CR P  value 

 

 

FW 

FW2 0.832 

0.689 0.911 

 

 

      *** 

FW3 0.821 

FW4 0.793 

FW5 0.791 

FW6 0.679 

 

 

WE 

WE1  0.762 

0.598 0.943 

 

 

      *** 

WE2 0.851 

WE3 0.735 

WE4 0.719 

WE5 0.709 

 

 

HW 

HW1 0.742 

0.656 0.922 

 

 

         *** 

HW2 0.721 

HW3 0.845 

HW4 0.811 

 

 

FNB 

FNB1 0.709 

0.599 0.911 

 

 

           *** 

FNB2 0.881 

FNB3 0.734 

FNB4 0.773 

FNB5 0.719 

 

 

TWC 

TWC2 0.774 

0.679 0.901 

 

 

        *** 

TWC3 0.732 

TWC4 0.887 

TWC5 0.837 

 

 

CP 

CP2 0.836 

0.686 0.861 

            *** 

CP3 0.781 

CP4 0.837 

CP1 0.845 

 

PS 

PS2 0.856 

0.678 0.801 

 

        *** PS3 0.861 

PS4 0.793 

 

CR 

CR1 0.851 

0.598 0.871 

 

        *** CR2 0.861 

CR3 0.721 

 

 

ER 

ER1 0.707 

0.675 0.833 

 

 

         *** 

ER2 0.694 

ER3 0.865 

ER4 0.821 

 

PFD 

PFD1 0.653 

0.587 0.911 

 

         *** PFD2 0.671 

PFD3 0.665 

 

 

FSS 

FSS1 0.832 

0.686 0.911 

 

 

         *** 

FSS2 0.781 

FSS3 0.813 

FSS4 0.821 

 

 

 

 

       WLB 

WLB3 0.729 

0.687 0.945 

 

 

 

          *** 

WLB4 0.832 

WLB5 0.821 

WLB6  0.793 

WLB7 0.771 

WLB8  0.679 

WLB9 0.804 
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        PE 

PE1 0.822 

0.687 0.922 

 

 

 

        *** 

PE2 0.834 

PE3 0.803 

PE4 0.861 

PE5 0.792 

 

 

 

EC 

EC1 0.824 

0.564 0.881 

 

 

 

          *** 

EC2 0.807 

EC3 0.753 

EC4 0.741 

EC5 0.809 

EC6 0.795 

 

 

RP 

RP1 0.860  

 

0.679 

 

 

0.901 

 

 

           *** 

RP2 0.821 

RP3 0.763 

RP4 0.781 

RP5 0.776 

Source:Author’s own Compilation 

FW = Flexible work pattern; WE = Work environment; HW = Health and well ness benefits; FNB = Financial and 

non-financial benefits; TWC = Team work and communication; CP = Career progression; PS=Partners support; 

CR=Childcare responsibilities; PFD=Personal and family demands ÉR=Eldercare responsibilities; FSS=Family and 

social support; EC = Employee commitment; PE = Psychological empowerment; OCB = Organizational citizenship 

behaviour, WLB= Work-life balance, RP=Retention of Professionals. 

 

The discriminant validity is a process through which specific constructs are different from other 

constructs and is analyzed with comparison of shared variance and square root of AVE among 

the specific constructs. Table 6.36reveals that all constructs are having high root of AVE as 

compared to shared variance and validates uniqueness among the constructs. 
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Table 6.38:  Result of Discriminant Validity 

 

 FW WE HW FNB TWC CP PS CR ER FSS PFD WLB EC PE RP 

FW 0.744               

WE 0.176 0.767              

HW 0.177 0.383 0.821             

FNB 0.267 0.272 0.265 0.779            

TWC 0.311 0.309 0.312 0.587 0.776           

CP 0.275 0.288 0.269 0.375 0.312 0.787          

PS 0.297 0.235 0.257 0.381 0.267 0.291 0.765         

CR 0.310 0.318 0.192 0.419 0.278 0.292 0.237 0.786        

ER 0.232 0.213 0.292 0.387 0.347 0.411 0.451 0.222 0.756       

FSS 0.241 0.241 0.269 0.338 0.416 0.211 0.517 0.342 0.310 0.765      

PFD 0.237 0.176 0.419 0.265 0.381 0.198 0.431 0.056 0.187 0.331 0.745     

WLB 0.245 0.123 0.327 0.267 0.395 0.189 0.413 0.236 0.198 0.345 0.317 0.724    

EC 0.312 0.311 0.372 0.511 0.513 0.192 0.314 0.340 0.298 0.407 0.342 0.397 0.811   

PE 0.256 0.314 0.451 0.231 0.347 0.187 0.338 0.088 0.978 0.443 0.412 0.387 0.416 0.823  

RP 0.234 0.265 0.293 0.201 0.391 0.431 -0.321 0.346 0.263 0.186 -0.386 0.426 0.489 0.412 0.812 

Source:Author’s own Compilation 

 

Note: Diagonal elements (bold) in the correlation matrix of constructs are the square root of AVE values. For discriminant validity to be present, the 

diagonal values must be greater than the off diagonal values. 

 

FW = Flexible work pattern; WE = Work environment; HW = Health and well ness benefits; FNB = Financial and non-financial benefits; TWC = 

Team work and communication; CP = Career progression; PS=Partners support; CR=Childcare responsibilities; PFD=Personal and family demands 

ÉR=Eldercare responsibilities; FSS=Family and social support; EC = Employee commitment; PE = Psychological empowerment; OCB = 

Organizational citizenship behaviour, WLB= Work-life balance, RP=Retention of Professionals. 

 

Henceforth, the measurement model of the study variable has established and directed towards convergent and discriminant 

validity and confirmed for the second step of structural model. 
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6.4.3 Structural Model 

The next step of SEM is to establish a structural model to investigate a hypothesized research 

model. In this study, research model has been analyzed in four phases to test empirically the 

hypothesis of the study. The first phase explores the relationship among work dimension and 

work- life balance. The second phase examines the association among family dimensions and 

work- life balance. The third stage describes mediating role of EC and PE among work-life 

balance and retention of professionals. The last phase of analysis involves moderating role of 

organizational citizenship behaviour among the study variables of work-life balance and 

employee commitment, and work-life balance and psychological empowerment. 

6.4.3.1 Association among Work Dimensions and Work-life Balance 

 

The first aspects of analysis validated the model exhibiting the variables of the work dimensions 

(WD) such as flexible work pattern (FW), work environment (WE), career progression (CP), 

health and wellness benefits(HW), financial and non-financial benefits  (FNB) and teamwork 

and communication (TWC) and its relationship with WLB. The result of study has confirmed 

and proved all fit indices with their threshold values, followed by an excellent model fit (χ2 

[205]=421.317, p<.001, χ2/df=2.413, CFI=.916, AGFI=.931, GFI=.904, RMSEA=.034, 

TLI=.914, PCFI=.698, Hoelter =321 (.05), 328 (.01). The table (6.39) explained below has 

recapitulated the model fit indices and figure no (6.2) has presented standardized path 

coefficients of structural model. 

Table 6.39: Model Fit Indices of the Hypothesized Research Model 

 
Fit indices Observed vales Threshold values 

Absolute fit measures 

CMIN/DF 2.413 ≤2**; ≤3*; ≤5* 

GFI .904 ≥.90**,≥.80* 

RMSEA 0.34 ≤.08 

Incremental fit measures 

TLI .914 ≥.90**,≥.80* 

CFI .916 ≥.90**,≥.80* 

Parsimony fit measures 

AGFI .931 The higher, the better 

PCFI .698 The higher, the better 

HOLTER 321 (.05), 328 (.01) 

Source: Author’s own Compilation 
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Figure 6.2: Relationship between Work Dimensions and Work-life Balance
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The above path coefficient of the structural model has examined the relationship of work 

dimension and work- life balance. Firstly it exhibited influence of  FW on WLB which is 

positive and significant (β=.181,p<.01). Further, the study has found each constructs 

(WE,HW,FNB,TWC, and CP) are having positive and significant effect on WLB where β  value 

is .231, p<.001among WE and WLB ,β  value is .142, p<.01 among HW and WLB,β  value is 

.25, p<.05 among FNB and WLB,β  value is .211, p<.01among TWC and WLB, and β  value is 

.173, p<.01 among CP and WLB. Henceforth all the hypothesis from H1a to H1f has supported 

with significant and positive relationship of work dimensions with work- life balance. 

 

6.4.3.2 Family Dimensions and Work- life balance 

 

The second phase of analysis validated with the model exhibiting the variables of the family 

dimensions (FD) such as partners supports (PS),child responsibilities (CR), Eldercare 

Responsibilities (ER), personal and family demands (PFD), family and social supports(FSS), and 

its relationship with WLB. The result of study has confirmed and proved with fit indices with 

their threshold values, followed by a very good model fit (χ2 [207]=404.137, p<.001, 

χ2/df=3.124, CFI=.911, AGFI= .902,GFI=.901, RMSEA=.049, TLI=.903, PCFI=.634, Hoelter 

=327 (.05), 325 (.01).The table (6.40) reflected below the model fit indices and figure no…. has 

presented standardized path coefficients of structural model . 

Table 6.40: Model Fit Indices of the Hypothesized Research Model 

 
Fit indices Observed vales Threshold values 

Absolute fit measures 

CMIN/DF 3.124 ≤2**; ≤3*; ≤5* 

GFI .901 ≥.90**,≥.80* 

RMSEA 0.49 ≤.08 

Incremental fit measures 

TLI .903 ≥.90**,≥.80* 

CFI .911 ≥.90**,≥.80* 

Parsimony fit measures 

AGFI .902 The higher, the better 

PCFI .634 The higher, the better 

HOLTER 327 (.05), 325 (.01) 
Source: Author’s own Compilation 
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Figure 6.3: Relationship between Family Dimensions and Work-life Balance
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The inspection of the structural and path coefficients model illustrate that the consequence of PS on 

WLB is significant (β = .171, p<.01). Therefore, H2a was supported. As hypothesized, ER is having 

positive and significant relationship with WLB (β = .16, p<.01). Therefore, H2b is supported. CR is 

found as a significant predictors for determining WLB (β = .154, p<.01), instigating hypotheses H1c. 

FSS is having a significant and positive connection with WLB (β=.209, p<.01) by supporting 

hypothesis H2d.Lastly, PFD has appeared as negative and significant indicators of WLB with having 

(β= -.17, p<.01), so H2e is supported.  

 

6.5    Mediation Analysis 

The present research adopted the procedure of  Baron and Kenny (1986) who portrays an analysis that 

is necessary for testing different meditational hypothesis in triads(demonstrated in Chapter 5).The 

mediating relationship among the study variables  were first observed individually to identify indirect 

and direct effects and also examine robustness of mediation analysis. The individual relationship 

among dependent and independent variable, mediating variable and independent variables, and 

dependent variable and mediating variable were inspected to verify the first three approach of 

mediating analysis of Baron and Kenney. The outcome of the study illustrates significant relationship 

established among study variables such as WLB and RP (β = .568, p<.001), WLB and EC (β = .547, 

p<.001), WLB and PE(β = .611, p<.001), EC and RP (β = .549, p<.001), PE and RP(β = .617, p<.001). 

 

The first model revealed below, exploring employee commitment (EC) act as a mediator among the 

study variable work-life balance (WLB) and retention of professionals (RP) .The research found 

accepted for the study with suitable model fit indices in the structural model are (χ2 [39]=181.609, 

p<.001, χ2/df=3.215,TLI=.906, CFI=.911, GFI=.922, AGFI=.908,RMSEA=.47,PCFI=.668, 

Hoelter=303 (.04), 234 (.02)(table6.42). The mediated model reflecting indirect and direct effect 

among WLB and RP illustrated in the table 6.41.The result exhibits substantial direct effects .291 along 

with significant indirect effect of .35, resulting partial mediation of EC. The significant path 

coefficients of the structural model exhibited in the figure 6.4 shown that EC acts as a partial mediator 

among WLB an RP. 
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The interconnection among the study variable work-life balance (WLB) and retention of 

Professionals(RP) ,when psychological empowerment act as a mediator discussed in the second model. 

The study has accepted with a suitable model  fit indices in the structural model are (χ2 

[39]=191.908,p<.001, χ2/df=3.113, TLI=.908, CFI=.921, GFI=.907, AGFI=.911, RMSEA=.49, 

PCFI=.645, Hoelter= 301 (.05), 229 (.01) (table6.42).The mediated model reflecting indirect and direct 

effect among  WLB and RP illustrated in the table 6.41. The investigation among direct and indirect 

effects of WLB and RP in the mediation model elucidates a significant direct effect (.291) with 

substantial indirect effect of (.45), which confirms the partial mediation of PE among WLB and RP. 

The significant path coefficients of the structural model exhibited in the figure 6.5 shown that PE acts 

as a mediator among WLB an RP. 

  

 

 

 

 

  

 

 

 

 

 

Figure 6.4:  EC as a mediator between WLB and RP  Figure 6.5:  PE as a mediator between WLB and RP 

Source:Author’s own Compilation                                           Source:Author’s own Compilation 

 

Table6.41:  Direct and indirect effect of Individual Mediation Models with path coefficients 

Relationship among 

constructs 

Indirect Effects Direct Effects Total Effects 

WLB           RP 

         (EC) 

.352 .291 .643 

WLB           RP  

          (PE) 

.453 .291 .744 

Source: Author’s own Compilation , 

Mediator in parenthesis 

**p<.001, *p<0.01 

RP 
WLB 

WLB 

EC 
PE 

RP 

.29

 
 .37 

.35 .63 

.29 

.45 .74 
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Table 6.42: Model fit indices of Distinct Mediation models 

Fit Index Model 1 Model 2 Threshold Values 

Absolute Fit Indices 

CMIN/DF 3.215 3.113 ≤2**; ≤3*; ≤5* 

GFI .922 .907 ≥.90**,≥.80* 

RMSEA .47 .49 ≤.08 

Incremental Fit Measures 

TLI .906 .908 ≥.90**,≥.80* 

CFI .911 .921 ≥.90**,≥.80* 

Parsimonious Fit Measures 

AGFI .908 .911  The higher, The better 

PCFI .668 .645 The higher, The better 

HOELTER 303(.04), 234(.02)  301(.05), 229(.01)  

Satisfactoriness: *Marginal, ** Acceptable 

Source: Author’s own Compilation 

Model1: EC as a mediator among WLB and RP, Model 2: PE as a mediator among WLB and RP 

 

 

 

 

 

 

 

 

 

 

  

 

 

 

 

 

Figure6.6: Structural Model Reflecting Direct and Indirect Effect  
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Table 6.43:Direct, Indirect and Total Effects along with Mediation Models 

 

Hypothesized 

relationship 

Direct  

Effects 

Indirect 

Effects 

Total 

Effects 

Bootstrap 95% 

confidence Interval 

Z value from 

Sobel Test 

Mediation 

Type 

WD        WLB .225* - - - - - 

FD      WLB .208** - - - - - 

WD      EC .116** - - - - - 

FD      EC -.201** - - - - - 

WLB         RP  

         (EC) 

.291** .352** .643** (.243, .256)** 8.012** Partial 

WLB        RP 

         (PE) 

.291** .453** .744** (.257,.433)** 7.379** Partial 

Mediator in parenthesis, ** p < .001, * p < .01, bootstrap results based on n=10000 
Source: Author’s own Compilation 

 

Bootstrapping is a popular method to examine the indirect effects of a mediator using the standard 

errors and confidence interval estimates (Memon et al., 2016). In this study, bootstrapping was 

performed with 10000 samples by using bias corrected confidence intervals at 95 percent to overcome 

the abnormality in the data and confirm the indirect effects. The results indicated that upper and lower 

levels of the indirect effects (table 6.43) did not include zero and the average bootstrap based estimates 

were close to the ML estimates for all path coefficients. Further, the Z value derived from Sobel’s test 

for all the mediating relationships were significant. Thus, the mediation results were reinforced. 

 

6.6 Moderating Effect of OCB (WLB and EC, and WLB and PE )  

The moderating role (interface) of the study variables might be examined through numerous 

approaches on structural equation of modelling (SEM) (Ping, 1995; Jaccard and Wan, 1996; Mathieu et 

al., 1992; and Joreskog and Yang, 1996). The above approaches have produced and found similar and 

suitable outcomes approximately (Cortina et al. (2001). Consequently, the research has applied the 

moderation approach of Ping’s (1995) that also has been analyzed by Cortina et al., (2001) in their 

study. The above specific approach with steps has given in appendix III . 
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Graph 6.17: Interaction of WLB and OCB on EC 
(Source: Author’s own Compilation) 

The graph 6.17presents the existence of interacting influence of organizational citizenship behaviour 

between the relationship of work-life balance and employee commitment. The study has suggested in 

hypothesis H12that level of employee commitment of the professionals intensified with organizational 

citizenship behaviour that will increase better work- life balance among professionals. Therefore, itis 

evidenced in this section, which can be observed in graph 6.17. The interaction coefficient of 

organizational citizenship behaviour and work-life balance were significant (β=.08, p<.01) and 

positive. A slope test is prepared which is established on the unstandardized regression coefficients of 

moderator variable with IV (independent variable) and the interaction has shown with the effect of the 

moderator. An unpretentious slopes test on the basis of standard deviation providing further support for 

the moderated relationship. The graph(6.17) which provides interacting of plots, which illustrates the 

association between work-life balance and employee commitment  is stronger when organizational 

citizenship behaviour is high (B = .86, t = 8.325, p < .001). This supports Hypothesis H12. The 

investigation further specifies the association between work-life balance and employee commitment is 

weaker when organizational citizenship behaviour is low (B = .71, t = 7.237, p < .05).Thus, the study 
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proved that organizational citizenship behaviour reinforces the significant and positive correlation 

among work- life balance and employee commitment thereby accepting hypothesis H12.  

The graph 6.18 reflects the presence of interacting role of organizational citizenship behaviour 

strengthen the association between work-life balance and psychological empowerment. The study has 

proposed the hypothesis H13 that degree of psychological empowerment of the potential employee must 

be intensified with healthier organizational citizenship behaviour that will enhance work-life balance 

among them. Therefore, it is evidenced and can be observed in graph 6.18. The interaction coefficient 

of organizational citizenship behaviour and work-life balance were significant (β=.078, p<.01) and 

positive. A slope test is prepared which is established on the unstandardized regression coefficients of 

moderator variable with IV (independent variable) and the interaction term has shown with the effect 

of the moderator. A simple and normal slopes test on the basis of standard deviation providing further 

support for the moderated relationship. The graph6.18) which provides interacting of plots, illustrates 

the association among work-life balance and psychological empowerment is stronger when 

organizational citizenship behaviour is high (B = .56, t = 7.674, p < .001). This supports Hypothesis 

H13 .The investigation further specifies the connection between work-life balance and psychological 

empowerment is weaker when organizational citizenship behaviour is low (B = .51, t = 6.131, p < .05). 

Thus, research has proved that organizational citizenship behaviour reinforces the significant and 

positive correlation between work-life balance and psychological empowerment, in this manner-

accepting hypothesis H13. 
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Source: Author’s own Compilation 

Graph 6.18: Interaction of WLB and OCB on PE 

 

Relationship between Control Variables and Study Variables 

The relationship between control variables and study variables (dependant, mediaiting and moderating 

variables) are exhibited in the table 6.43,where organsational citizenship behaviour act as moderator, 

work-life balance act as a dependent variable, while the mediators are employee commitment, and 

psychological empwerment. It was foundfromthe path coefficients that there is no  significant effect 

and corelation  with moderating variable as well asdependent variable except work  experience,marital 

status,parental status has significant association with the dependent variables. 
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Table 6.44: Effect of Control Variables on Study Variables 
 

Control Variables Work-life balance 
Employee 

Commitment  

Psychological 

Empowerment 

Organizational 

Citizenship 

Behaviour 

Age -.041(ns) -.013(ns) -.036(ns) -.075(ns) 

Gender -.038(ns) -.027(ns) -.032(ns) -.213(ns) 

Experience .035(ns) .051(ns) .031(ns) .056(ns) 

Parental status .036(ns) .031(ns) .032(ns) .048(ns) 

Marital Status .016(ns) .033(ns) .016(ns) -.007(ns) 

Department -.012(ns) -.014(ns) -.036(ns) -.014(ns) 

Organization -.202(ns) -.008(ns) -.052(ns) -.052(ns) 

** p < .01, * p < .05, (ns)= not significant. Source: Authors own Compilations. 

 

6.7 Findings of the Study  
 

The result of data analysis provides meaningful insights from software units on work dimensions, 

family dimensions, work-life balance, employee commitment, psychological empowerment and 

retention of professional of software executives in India. However, the study explores indirect and 

direct relationship between the study variables. The preliminary result reveals on the means of all study 

variables were between 2.72 to 4.25, apart from childcare responsibilities at where the mean score is 

below 2.9 and mean score is high for teamwork and communication, which is 4.25. Consequently, the 

software executives rated their health and wellness benefits, financial and nonfinancial benefits, career 

progressions, partners support, eldercare responsibilities, family and social supports, work-life balance, 

employee commitment, psychological empowerment, at moderate levels; and flexible work pattern, 

work environment, teamwork and communication, organizational citizenship behaviour and retention 

of professionals at higher levels.  Additionally, the software professionals perceived as a very low level 

of work- life balance (2.93) and psychological empowerment (3.21) and high level of organizational 

citizenship behaviour (4.02). Therefore, an appropriate action mechanism must be provided to augment 

the perception of work and family dimensions to boost the degree of WLB and psychological 

empowerment, employee commitment and retention of professionals of software executives. 
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Table6.45: Inference drawn from Hypothesis Testing 

Hypothesis Relationship Standardized β 

coefficients 

Significance Result 

H1 WD     WLB .553 *** Accepted 

H1a FW     WLB .513 *** Accepted 

H1b WE      WLB .473 *** Accepted 

H1c TWC      WLB .398  *** Accepted 

H1d CP      WLB .422 *** Accepted 

H1e FNB      WLB -.231 *** Accepted 

H1f HW       WLB .342 *** Accepted 

H2 FD       WLB .633 * Accepted 

H2a PS       WLB .542 *** Accepted 

H2b ER WLB .471 *** Accepted 

H2c CR   WLB .328 *** Accepted 

H2d FSS             WLB .432 *** Accepted 

H2e PFD          WLB .082 .113 Rejected 

H3 WD EC .211 *** Accepted 

H4 FD              EC -.231 .125 Rejected 

H5 WLB        RP .291 *** Accepted 

H6 WLB        EC .355 *** Accepted 

H7 EC            RP .293 *** Accepted 

H8 WLB         PE .451 *** Accepted 

H9 PE         RP .431 *** Accepted 

H10 WLB→ RP (EC)# .643 *** Accepted 

H11 WLB→ RP (PE)# .744 *** Accepted 

H12 WLB x OCB → EC .861 *** Accepted 

H13 WLB x OCB → PE .782 *** Accepted 

Note:# Mediator in parenthesis, *** p < .001, ** p < .01, * p < .0, Source: Author’s own Compilation 

FW = Flexible work pattern; WE = Work environment; HW = Health and wellness benefits; FNB = Financial and 

non-financial benefits; TWC = Team work and communication; CP = Career progression; PS=Partners support; 

CR=Childcare responsibilities; PFD=Personal and family demands ÉR=Eldercare responsibilities; FSS=Family and 

social support; EC = Employee commitment; PE = Psychological empowerment; OCB = Organizational citizenship 

behaviour, WLB= Work-life balance, RP=Retention of Professionals. 
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Table 6.45 recapitulates the inference drawn from all the hypotheses investigated in the research. The 

study has defined that work dimensions have a positive and substantial relationship with WLB of 

software professionals in IT-ITES Industry. Moreover, the elements of work dimensions like flexible 

work pattern, work environment, teamwork and communication, career progression, health and 

wellness benefits and financial and non-financial benefits have a significant and positive influence on 

WLB. Hence it has found that WLB is positively influenced by all the hypotheses are considered as 

sub-hypothesis under hypothesis H1, along with hypothesis H2and their sub-hypothesis. Consequently, 

the study has accepted by hypothesis H1 and its sub-hypotheses H1a to H1f (H1a, H1b, H1c, H1d, H1e, 

and H1f). Afterward, WLB software professionals have an encouraging and imperative association 

with the family dimensions as prevailing in IT-ITES Industry, whereas family dimensions comprising 

of variables such as partners support, childcare responsibilities, eldercare responsibilities, personal and 

family demands, and family and social supports have a robust and significant impact on WLB. On the 

contrary, WLB is negatively influenced by personal and family demands. So the hypothesis H2eis not 

supported by work- life balance in this regard this hypothesis is rejected. On the other hand the second 

hypothesis (H2) and its sub-hypothesis H2a to H2e (H2a, H2b, H2c, H2d and H2e), has supported. 

Furthermore, work dimensions have a positive and healthy relationship with employee commitment, 

likewise, family dimensions, while represented as a single factor in the hypothesized model, did not 

find an imperative and direct influence on employee commitment. For the purpose of that the 

hypothesis H3 is accepted by the research and the hypothesis H4 is not supported. Additionally, WLB 

has substantially related with employee retention by supporting the hypothesis H5. Work-life balance 

has positive and strong influence with employee commitment and employee commitment has 

significant influence on retention of professional in IT-ITES Industry. Hence, the hypothesis H6 and H7 

is supported by the study. Besides, there is a partial mediating relationship established on employee 

commitment among WLB and retention of professionals, as a result of accepting the hypothesis 

H10.The outcome of study divulged that work-life balance has a positive and significant relationship 

with psychological empowerment and have an important and direct influence with employee retention. 

Besides, it has found that psychological empowerment plays a partial mediating role among WLB and 

retention of professional. Thus the hypothesis H8,H9, and H11 are accepted. The research has explored 

the moderating role of organizational citizenship behaviour by connecting with work-life balance and 

employee commitment, and work-life balance and psychological empowerment. The hypothesis 
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H12and H13 has supported by the research as the interfacing role of OCB, which strengthen the 

relationship between work-life balance and employee commitment, and work -life balance and 

psychological empowerment. To conclude, the results elucidate that WLB is a vigorous aspects in the 

framework of IT-ITES professionals. The study of perceived WLB among IT-ITES professionals is 

very rare and scarce, which is inclined by the work and family dimensions. Consequently, the degree 

of WLB is falling 1that may enhance with a positive influence of employee commitment, 

psychological empowerment and organizational citizenship behaviours, employee commitment and 

increasing the turnover intentions towards employee retention of knowledge workers in IT-ITES 

Industry. 

6.8 Discussions 

The outcome of the present research depicting a holistic approach among the inter relationship of work 

and family dimensions with work-life balance, interrelationship of employee commitment, 

psychological empowerment with WLB, and how their combined effort influence employee retention 

in IT-ITES professionals by extending findings of earlier research .Further the study has analyzed the 

moderating role of organizational citizenship behaviour between WLB and EC,WLB and PE, through 

which  relationship may stronger that can enhance the degree of retention among software 

professionals. However, the result specified that when professionals are not satisfied with work and 

family dimensions, they must perceive a low degree of WLB. The poor perception on WLB will 

increase dissatisfaction and frustration among professionals that will negatively affect organizational 

performance and turnover intention of IT-ITES Industry. This negative feeling and emotion will 

decrease levels of commitment and empowerment among them. More ever, when professionals are 

having very low levels of psychological empowerment and commitment, they will be directed to 

negative thought to leave the organizations. On the whole, the findings implied that current scenarios 

of work and family dimensions of Indian software professionals are hindering the level of 

commitment, empowerment and WLB, which directly facilitating low degree of employee retention. 

The justification of the hypothesized research model reveals on that work dimensions are having a 

positive and significant correlation with WLB of software professionals. The work dimensions 

construct consisting of variables, namely: flexible work pattern, work environment, teamwork and 

communication, career progression, health and wellness benefits and financial and non-financial 

benefits. H1a explored that flexible work pattern has a significant role to augment the degree of WLB 

by reflecting positive and significant interaction among the study variables. Hence the findings of the 
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research are corresponding with earlier research (Kelliher and Anderson, 2010;Tausig and Fenwick, 

2001;Uglanova and Dettmers,2018)and divulged that  flexibility in workplace, autonomy to select 

office timing, work from home and compressed workweek will stronger work- life balance among 

software professionals .The hypothesis (H1b) evidenced empirical positive connection between work 

environment and work-life balance. The study has found suitable with previous literature (Allen,2001; 

Annakis and Pillay,2011) and indicated a conducive climate, availability of adequate resources, and 

supportive work arrangements are predisposed to a high degree of work- life balance. The study 

reveals that teamwork and communication is a significant predictor of WLB as anticipated in 

hypothesis H1c. The outcome corroborates with findings suggested by Yauch (2007), Pisarski and 

Barbour (2014)and identified that positive feedback, open communication and interpersonal approach 

must be a significant predictor of WLB. Hypothesis H1d believes on the augmentation that career 

progression has a positive and significant role to enhance the degree of work- life balance and 

supported by earlier research (Keeton et al., 2007; Darcy et al., 2012) and reflected on career 

advancement, counselling and continuing education among professionals must boost the level of work- 

life balance. The investigation of primary data in the study determines that the financial and non-

financial benefits persuade the WLB as suggested in H1e. The empirical indication of earlier studies by 

Tremblay and Genin(2008), Pasamar and Cabrera (2013), Schlechter et al.,(2015) and Ahmad (2013) 

confirms the hypothesis proposition that periodic increments of salary and financial benefits, double 

payment for overtime can be a positive consequence on WLB of professionals. The non-financial 

benefits like appreciation, compliments, recognition and empowerment among the executives will 

increase the degree of WLB among software professionals.The exploration of H1f has indicated that 

health and wellness benefits have significant influence on WLB of IT-ITES professionals. The result 

evidenced that seminal works of Shanafelt et al., (2012), Spencer (1989), De Klerk (2005) and 

distinguished on healthy workplace, free from occupational distress, organizational emphasis on health 

and wellness benefits of professionals would improve the degree of work-life balance.  

The hypothesized research model validates significant relationship among family dimensions and 

work-life balance. Family dimension consists with the variables such as partners' support, childcare 

responsibilities, elder care responsibilities, personal and family demands, and family and social 

supports. H2a investigated the role of partners support for predicting better WLB and established a 

positive and significant association among the variables. Hence, the consequences of the research are 

in congruency in earlier research (Mayo et al.,2011; Emslie and Hunt, 2009; Matsch et al.,2009) and 

evidenced that motivating with fulfilling needs, emotional support of family at stress, spouse 
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employment, and organizational initiatives towards partners supports can develop the work life of 

software professionals. The empirical result validated that elder care responsibilities will be a 

significant indicator of WLB as suggested by the hypothesis H2b. The outcome found to be consistent 

with the literature (Bourke et al.,2010; Lazar et al.,2010; Smith and Gardner,2007) and  proposed that 

if there is no organizational initiatives for eldercare and other responsibilities, that may surface the way 

of low level of work-life balance among software professionals, and WLB may better if professionals 

are spending quality time with parents and availing adult care assistance programs from organization. 

The empirical result discovered that childcare responsibilities will have a significant association with 

WLB as suggested by the hypothesis H2c. The outcome found to be consistent with the 

literature(Crompton and Lyonette,2006; Redmond et al., 2006; Craig and Powell,2011)and proposed 

that if professionals are establishing warm and secure relationship with the child, able to make alternate 

arrangement for nurturing children, and organizational initiatives towards educational facilities for will 

improve the perceived degree of work-life balance among software professionals. The study illustrates 

family and social supports are positive predictors of WLB as suggested in the hypothesis H2d.The 

result agreements on the approach of Brummelhuis and Van Der,(2010); Marcinkus and Kram(2010); 

Brown et al.,(2010)and established that family support, comfortable to share work problems with 

family, and support from neighbours and colleagues are the cognitive domain of professionals to 

describe the positive and strong perceived WLB of software professionals. The outcome reveals a 

significant negative association between personal and family demands, and WLB as found in 

hypothesis H2e.The evidence was based on the specific literatures(Keene and Reynolds, 2005; 

Rantanen et al., 2016; Ahmad, 2013) and identified that software professionals are prone to high levels 

of distress, which can pave the way for low levels of WLB.  

The result of the study revealed a positive and significant influence of work dimensions with employee 

commitment and inverse relation of family dimensions with employee commitment. These augments 

are specified in the literature; work dimensions and employee commitment(Jernigan et al.,2002; 

Keskes,2014;  Nachbagauer and Riedl,2002;  Naquin and Holton, 2002) and identify that high degree 

of WDs (flexible work pattern, work environment, teamwork and communication, career progression, 

health and wellness benefits and financial and non-financial benefits) has shown the way towards 

better WLB. The study also advents substantial role of FDs such as (partners support, child 

responsibilities, eldercare responsibilities, personal and family demands, and family and social 

supports) has lead a negative and inverse connection with employee commitment level among software 

professionals as proposed in hypothesis H3 and H4., where the hypothesis H3is accepted and hypothesis 
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H4 is not supported by the study. The inspection of the combined result of the entire work and family 

dimension factors is analyzed with employee commitment, which has not been investigated in earlier 

research, and is fresh and novel in the present literature. Moreover, the imperative association 

identified between work-life balance and retention of professionals is mentioned in hypothesis H5.The 

study has proved that better WLB among software professionals will congruence a positive 

connotation with the high degree of retention of professionals and also endorsed by the earlier  

literature (Deery and Jago, 2015; Cegarra et al.,2012; Richman et al.,2008). The empirical result of 

H6andH7 divulges an extensive positive linkage between work-life balance and employee commitment, 

and employee commitment and retention of professionals and corroborated by the earlier studies that 

scrutinized the robust connection linking WLB and employee commitment, and employee commitment 

and retention of professionals. Furthermore, the research found a partial mediation of employee 

commitment among work-life balance and retention of professionals. The empirical finding validates 

the hypothesis H10 with the earlier literature (Kim,2014; Pradhan et al.,2016; Scandura and 

Lankau,1997). Hypothesis H8 and H9endorse a significant and noteworthy relationship between work-

life balance and psychological empowerment, psychological empowerment and retention of 

professionals. It has found a cohesive and positive connection with above study variables among 

software professionals in IT-ITES Industry. The study establishes the partial mediating role of 

psychological empowerment among work-life balance and retention of professionals, as suggested in 

hypothesis H11. The earlier literature has supported by above relationship(Coburn and Hall, 2014; 

Svenssonet al.,2006).Hence it can be concluded that the high perception of WLB will influence 

directly employee retention at the same time as indirectly influences the employee retention through 

commitment and psychological empowerment of software professionals in IT-ITES Industries, 

empirical evidence of above relationship has validated. Consequently, the study portrays WLB as a 

distinct construct, that could be stimulated by work dimensions and family dimensions. Furthermore, 

the perceived WLB will affect positively on the level of commitment, psychological empowerment, 

and employee retention of software professionals in IT-ITES organizations. 

 

Hence WLB is vital prerequisites in software organizations for enhancing commitment and 

psychological empowerment among software professionals. Further, the hypothesis H12 and H13 

portray the moderating role of organizational citizenship behaviour between work-life balance and 

employee commitment, and work-life balance and psychological empowerment. It has empirically 

evidenced that organizational citizenship behaviour strengthens the positive association work-life 
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balance and employee commitment, as well as organizational citizenship behaviour, supported and 

strengthen the positive relationship of work-life balance with psychological empowerment of software 

professionals in IT-ITES organizations . In this respect, the conclusion of the research empirically 

validate the hypothesized relation which is viewed in various studies theoretically (Noor,2009; Pradhan 

et al., 2016).Lastly, the study investigates the influence of WLB on employee retentions of software 

professionals in Indian IT-ITES Industries. Exclusively, the research has given evidenced the effect of 

work dimensions and family dimensions on WLB in addition to the relation of WLB with employee 

commitment and psychological empowerment with employee retentions. Likewise, the research 

explicates the underlying mechanisms of psychological empowerment and employee commitment as a 

mediating role amid work- life balance and employee retention. The conclusion of the study endorses 

with contemporary literature and establishes new insights in the context of Indian IT-ITES Industries. 

 

This chapter explores the data analysis, summary and discussion of the study in detail. The responses 

of participants are measured and validated through cronobach alpha (reliability and validity) before 

analyzing further measurement tools, while the study has validated the hypothesized measurement 

model by applying the statistical mechanism of mean, standard deviation, Pearson correlations, 

multiple regression analysis, EFA (exploratory factor analysis, CFA (confirmatory factor analysis) and 

SEM (structural equation modelling)with path coefficients. The study is imperative as it has explored 

the impact of work and family dimensions towards enhancing better WLB to encourage and retain the 

potential workforce. Moreover, the result has evidenced partial mediating role of employee 

commitment and psychological empowerment in between WLB and RP. Further, the study has 

corroborated moderating role of organizational citizenship behaviour in the relationship between work-

life balance and employee commitment, and work-life balance and psychological empowerment. In 

addition, a conscious effort was made to validate the hypothesized research model by taking above 

study variables that can provide meaningful insights to the Indian IT-ITES Industries. The derived 

research model of the study has depicted below. 
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 Figure 6.7:  Derived Research Model 

 

  

H1 

H2 

H4 

H6 H9 

H12 

H13 

Work - life 

Balance 
Retention of 

Professionals 

Employee 

Commitment 

Psychological 

Empowerment 

Organizational 

Citizenship 

Behaviour 

H7 

H12 

H5 

H8 
H6 

.78 

.86 

.211 

.431 .451 

.293 

.355

 

.553 

.643 .744 

.291 

.125 

 

 

 

 

 

 

Employee health and Wellness benefits 

Financial and Non-financial Benefits 

Career Progression 

Flexible work Pattern 

Teamwork and Communication 

 

Work Dimensions 

Work Environment 

 

 

 

 

 

 

Partner Support 

Eldercare Responsibilities 

Childcare Responsibilities 

Family and Social support 

FamilyDimensions 

Personal and Family demands 



227 

 

 

Chapter-7 

Conclusion 

 

This section covers discussion, summarization, theoretical and practical implication, and 

suggesting measures for further strengthening of the perceived level of WLB among 

professionals in the software industry. Henceforth, it summarizes the result of empirical 

validation based on methodological approach of the study followed by future direction and 

limitations of the research. Lastly, this section ends with personal significance of the research 

and the universal conclusion of the entire study. 

 

7.1 Summary 

The major aspects of the research were carried on to investigate with the influence of 

perceived work-life balance on employee retention of software professionals and the effective 

functioning of Indian software organizations. The study has collected responses from 

software professionals through opinion surveys by administering a structured questionnaire 

having a range of study variables. The secondary data have collected from the respective 

organizations, where primary responses have accumulated together to validate empirically 

through statistical tools in order to derive outcome of the study. Finally, specific research 

objectives were tested in the course of research work. 

The impact of work dimension on work life balance has showcased as the first 

objective in professionals in software industries. There are six dimensions inferred from 

existing literature, which have played a major role in enhancing the WLB of software 

professionals. These are flexible work pattern, work environment, teamwork and 

communication, career progression, health and wellness benefits and financial non-financial 

benefits. The result has been empirically confirmed that: flexible work pattern has the 

capability to forecast WLB; there is a positive and significant relationship among WLB and 

work environment; team work and communication is a significant predictor of WLB; career 

progression reveals a significant influence on WLB; health and wellness benefits have a 

substantial impact on WLB; financial and non-financial benefits reveals a positive impact on 

WLB. 
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It has explored five family dimensions influenced on work life balance that exhibits as 

the second objectives of the study. These dimensions are partners’ support, childcare 

responsibilities, elder responsibilities, family and social supports, personal and family 

demands. The outcome of the result divulged all the family dimensions have considerable 

positive inter linkage with WLB. Both partner support and child care responsibilities have a 

significant and positive association with WLB; responsibilities for elder care  reveals as a 

significant predictor  of WLB; again family and social support is a significant predictor of 

WLB, where personal and family demand has negatively interlinked with WLB.  

The third objective was to investigate the interrelationship between emphasis on 

work-life balance and retention of professionals, where it has evidenced that there is a 

significant and positive relation established between these two variables. Further, it has 

confirmed that there are positive correlations between WLB and EC, EC and RP, WLB and 

PE, PE and RP. The fourth objective was to explore the mediating role of employee 

commitment in the relationship between WLB and retention of professionals. It has been 

found that a partial mediation exhibited by employee commitment relating to the association 

between WLB and retention of professionals. Fifth objective was to examine the mediating 

role of psychological empowerment and it was found that psychological empowerment was a 

partial mediator between the relationship of WLB and retention of professionals. 

The sixth objective was to analyze the moderating effect of organizational citizenship 

behaviour between the study variables like WLB and employee commitment, and WLB and 

psychological empowerment, where it has investigated the moderating role of OCB 

individually with respect to the relationship between above mentioned study variables. The 

result of moderation analysis has revealed that organizational citizenship behaviour 

strengthened the relationship between WLB and employee commitment. The finding has also 

evidenced that OCB has a positive and significant moderating effect on the relationship 

between WLB and psychological empowerment.  

The last objective was to establish an inclusive theoretical model revealing the 

association among work dimensions, family dimensions, work-life balance, employee 

commitment, psychological empowerment, organizational citizenship behaviour, and 

retention of professionals based on empirical findings. The anticipated hypothesized research 

model was analyzed through exploration of primary data. The model verifies that work 

dimensions and family dimensions have influenced significantly towards perceived WLB of 
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software professionals. Further, it has confirmed that work dimensions have a positive 

relationship with employee commitment and found family dimensions have a negative and an 

inverse relationship with employee commitment. Additionally, it has found that there is a 

direct and positive relationship established among WLB, employee commitment, 

psychological empowerment, organizational citizenship behaviour, and retention of 

professionals. 

 

7.2 Suggestions 

The present study evidenced on that Indian software executives are facing high levels of 

employee turnover and lower perceived work-life balance. This study has confirmed that 

perceived WLB must be significant predictors of employee retention of Indian IT-ITES 

Industry. Last but not the least; it has suggested the following recommendations based on the 

findings of the study: 

❖ Flexible work pattern is considered as a major aspect for stimulating perceived WLB. 

Executives may experience better WLB, when there is flexibility in work schedule; 

satisfied work-flexibility programs; availability of the compressed work week; 

autonomy have given to choose starting and quitting time of the professionals; easy to 

take time off during work time to take care of personal; when there is flexibility for 

professionals to adjust the work schedule for meeting the child and elder care needs. 

❖ The study emphasized that the work environment has a significant role in enhancing 

the perceived WLB. Executives may experience better WLB, when an organization is 

providing healthy and conducive climate to work, free and open communication to 

solve work related problems. Additionally, the degree of perceived level of WLB may 

increase by ensuring sufficient resources provided by the organization with respect to 

the job, when the workplace is free from violence and verbal abuse, and professional 

will be more productive, involved and committed towards organization; that will 

enhance the degree of work life balance. 

❖ The study has reinforced on the fact that health and wellness benefits of the software 

professionals will augment the degree of perceived WLB. Henceforth, the 

organization should provide an initiative for healthy workplace as well as healthy life 

by ensuring the provision of cleanliness and healthy work setting; wellness programs 

and the subsequent benefits; offering the opportunity of extending suggestion towards 

healthy work environment; never feel psychological distress from job; and never 
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faced any occupational diseases.  Professionals must be satisfied and inspired from 

the organization if there is a supportive work environment and work culture to work. 

❖ The findings of the study have supported that financial and non-financial benefits 

have a significant role to influence WLB of the software professionals. Henceforth, an 

organization must protect with performance incentives, attractive salary reflecting 

increment in every year; determining salary with positions and experiences; provided 

fair payments for overtime work and night shifts; received appreciation and 

compliments reflecting with creativity and innovation of the professionals; feel valued 

and recognized as star performers. Software professionals must augment better WLB 

if they feel the level of involvement and empowerment initiated by the organizations 

and received attractive rewards at completing projects within stipulated timeframe. 

❖ The research confirmed that there is a significant effect of career progression on 

perceived WLB of software professionals. The professionals those are obtained better 

opportunities for career advancement and counselling; offered continuing education 

for prospective employees; achieve career satisfaction; received financial assistance to 

meet career goals. Henceforth, an organization must conduct a regular assessment to 

identify employee potentials like ability, skill and attitude of professionals in an 

effective way; offered unremitting mentoring and feedback; emphasis on project 

specific training will enhance the degree of perceived WLB. 

❖ The study confirmed the significant role of teamwork and communication towards 

augmenting perceived WLB. The organizations must entrench team members with 

having complementary skills to exhibit better performance, and must be familiar with 

each other’s role and responsibilities. Hence, the organization should promote an open 

and clear communication system through a consistent approach of information sharing 

and ensure to develop the interpersonal approach among software professionals to 

enhance the work-life balance. 

❖ The findings of the research highlighted there is a positive and significant effect of 

partners support to amplify the degree of WLB. The professionals who earned 

motivation on fulfilling needs; obtained emotional support from family at stressful 

situation; spend quality time with family members; attained family as high priority to 

fulfil the requirements; family helped to meet career goals. The executives will 

perceive better work life balance, when organizations are providing employment 

opportunities for the spouse or transfer to the same units. 
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❖ Childcare responsibilities play a crucial role in entrenching the degree of WLB among 

software professionals. The organization must be ensured by providing facilities of 

childcare and educational facilities to the children; establishing a warm and secure 

relationship with my child; giving importance to the family at any cost; autonomy to 

create alternative arrangements for children while involving in work assignment. The 

findings of the study confirmed that childcare responsibilities will improve the 

smooth functioning of life as well as develop the perceived WLB. 

❖ The research facilitated the notion that elder care responsibilities have an insightful 

effect on the WLB of software professionals. The software industries should facilitate 

an elder care assistance program to their parents; and provide adult care hospitals. The 

professional will enhance the level of WLB, when they are able to meet the 

requirement of parents; spend quality time with their parents as required; work 

pressure does not hamper at spending quality time with parents. The findings of the 

study confirmed that elder care responsibilities would improve the smooth functioning 

of life as well as the degree of   WLB. 

❖ Family and social support have a distinct role to augment the degree of WLB. The 

professionals will be embedding perceived WLB, when family encourages always for 

high performance; comfortable  in sharing worries among family members; having 

supportive colleagues; getting support from neighbours as required; family has a vital 

role in career decisions will develop the degree of work-life balance. 

❖ The study has strengthened the notion that low personal and family demands will lead 

to   perceived WLB and vice versa. The professional must be working with supportive 

behaviour of family members on work situation; less irritation found in the job due to 

family demands; quite comfortable to make a proper balance in between family 

demands and work pressure; never neglect job due to family. The professionals must 

be performing well when there is a healthy balance between work and with other 

demands on time. Henceforth the study suggested that the degree of WLB will be 

enhanced with the professionals those are having less family demands and able to 

balance properly among both family demands and work pressure. 

❖ The anticipated work dimensions and family dimensions are imperative to augment 

the WLB among professionals. Henceforth, the embedded WLB among professionals 

will develop a level of commitment and psychological empowerment, a lower the 

employee turnover, which will eventually lead to boost the degree of employee 

retention. Moreover, the interesting role of organizational citizenship behaviour and 
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WLB will strengthen the level of employee commitment and psychological 

empowerment among software professionals, through which they will be successful in 

their own field. Conversely, they should be tailored as per the characteristics, 

requirement and framework of the organizations to be successful. 

 

7.3 Implications of the Study 

The study has offered an imperative contribution of both theoretical and practical, that are 

exhibited below: 

 

7.3.1 Theoretical Implications 

❖ The contemporary literature review of work dimensions and WLB illustrated in 

various studies, which have evidenced role of flexible work pattern, work 

environment, health and wellness benefits, financial and non-financial benefits, 

career progressions, and teamwork and communication towards better WLB of 

professionals. The research illuminated financial and non-financial benefits had the 

highest impact on the WLB of software professionals. Henceforth, this study 

investigated the combined role of work dimensions variables on WLB, employee 

commitment, psychological empowerment and retention of professionals of software 

professionals that were not investigated in earlier research. 

❖ Correspondingly, the existing literature review of family dimensions and WLB 

divulged  in various studies which have evidenced role of partners support, childcare 

responsibilities, elder care responsibilities, family and social support, personal and 

family demands towards better WLB of professionals. The research illuminated 

family and social support had the highest influence on the WLB of software 

professionals. Henceforth, this study revealed the combined role of work dimensions 

variables on WLB, employee commitment, psychological empowerment and 

retention of professionals of software professionals that were not evidenced in 

earlier research. 

❖ The specific research work is intended as a comprehensive model which is consisted 

with work dimensions, family dimensions, WLB, employee commitment, 

psychological empowerment, organizational citizenship behaviour and retention of 

professionals. In this model, there is a significant impact between WLB and 

employee retention, while work dimensions and family dimensions are the 
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predictors of WLB; psychological empowerment and employee commitment are the 

mediating variables, organizational citizenship behaviour acts as a moderator, and 

retention of professionals is the outcome variables. The model exploring above 

study variables is novel and unique in extant literature reflecting WLB of software 

professionals. 

❖ The study provides unique and innovative effort in analyzing two mediating 

relationships simultaneously with the study variables. The present research has 

explored to establish a mediating mechanism of employee commitment between 

WLB and retention of professionals; mediating role of psychological empowerment 

between the association with WLB and retention of professionals. 

❖ The present study established moderating role of organizational citizenship 

behaviour between the relationship of work- life balance and psychological 

empowerment; work- life balance and employee commitment. It is an innovative 

endeavour to explore two moderating relationships in the hypothesized model. 

❖ There are so many studies conducted in hospitality, tourism, manufacturing, 

education sector, and service industries of Western and the Eastern countries, 

reflecting the interrelationship with WLB and employee retention, while the study is 

very limited to the context of Indian IT-ITES industries, which is a major concern 

for the research. Henceforth, this research discovered the WLB and employee 

retention of lower level and middle level executives of software industries 

emphasizing both IT and ITES industries. Hence, it is a sincere effort to wrap the 

extant literature gap and add to the body of knowledge on WLB and employee 

retention in the software professionals in Indian IT and ITES industries. 

 

7.3.2  Practical Implication of the Study 

The research has aided to overcome the contemporary challenges and issues relating to WLB 

of software professionals and assist the policy makers along with practitioners to design and 

intend suitable strategies for well-being of the prime stakeholders of Indian IT-ITES 

Industries. The vital implications and inferences of the study are described below:  

❖ The research underlined on a cluster of work dimensions which have an imperative 

role to boost the perceived degree of WLB among software professionals. The 

organizations must proficiently revise and improve all the dimensions relating to 

work, properly identified the lacking areas and bridges the gap as per the requirement. 

Hence, the study endeavour to augment the professionals’ consciousness and 
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stimulate them to formulate their consistent efforts for conveying the deficient areas 

of their job to the top management and experience better WLB. 

❖ The research has sketched a bunch of family dimensions those are indispensable for 

developing WLB of the software professionals. The family dimensions are designed 

to refill the gap connecting with the existing and anticipated desires of the 

professionals. This research will be promoting professional satisfaction level with the 

active participation, cautious, and vigilant in all the organizational initiatives to 

discover its insufficiencies and imply innovative measures which could gratify 

professionals need and increase the degree of WLB. 

❖ The study draws attention on a suitable mechanism of WLB for the software 

personnel, managers, practitioners, policy makers and administrators to facilitate a 

stimulated family dimensions, work dimensions and other organizational practices. 

Additionally, the improved WLB will augment the professional’s belongings with a 

specific organization and decreases the attrition rate. This awareness will encourage 

by modifying and implementing specific work dimensions and supports family 

aspects to obtain benefits for the organization as well as the professionals. 

❖ The study can offer extensive evidence to software professionals and managers for 

humanizing structural approaches and specific strategies for augmenting working life 

along with employee friendly workplaces of the professionals more reminiscent, value 

driven and meaningful. 

❖ The study strives to augment professional’s awareness and stimulates them to make 

consistent efforts for conveying the lacking areas of their job to the top management 

and experience better WLB. 

❖ The research will encourage the professional to be cautious and proactively support 

all the organizational initiatives by suggesting an innovative measure that could cater 

to their needs and enhance the level of WLB. 

❖ This research validates a holistic framework for the practical realization of the 

concept that may act as a blueprint for IT-ITES industries to access and boost WLB, 

level of commitment and psychological empowerment, and retain the competent 

workforce. 

❖ WLB predictors are showing only just functional in the Indian IT-ITES Industries 

only because of deficiency in appropriate guidelines. This research has corroborated 

an integrated framework and holistic outline for the practical comprehension and 

concept realization. This framework may possibly operate as a blueprint for Indian 
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IT-ITES industries to measure and augment WLB, level of psychological 

empowerment and employee commitment that will definitely enhance the degree of 

employee retention. 

❖ The study emphasized on empirical evidence of organizational citizenship behaviour 

which strengthens the relationship between work-life balance and employee 

commitment, as well as the work-life balance and psychological empowerment of 

software professionals. It is an exciting approach for IT managers, administrators, 

policy makers and other stakeholders enhance the degree of WLB among the 

professionals through professionals’ attitudes and perception of organizational 

citizenship behaviour. 

❖ The study might stimulate healthy discussion between software leaders and managers 

on the rudiments and reprisals of developing a WLB policy by building pragmatic 

insights. Additionally, the research endorses inception of WLB issues in software 

organizations, which grasp multi-level outlook for mounting practices that will 

encourage employee satisfaction, delights, and well-being of software professionals. 

❖ The triumph of WLB measures necessitates supportive government interference and 

synergistic effort of all the stakeholders. The study stimulates to inspire debates 

among software service providers and policy makers to build and continue a healthier 

workplace for professionals. Hence, the research will find out the lacking areas to 

augment the better perceived WLB among professionals as a high priority of the 

software decision makers of India. 

 

7.4 Limitation of the Study 

As the research provides with a number of significant insights, but it endures several 

limitations which are explained below: 

 

❖ Prior permission has taken from the HR department of specific Software industries to 

accumulate the primary data through field survey from the respondents. However, a 

researcher has found hesitation and unwillingness from various organizations to 

permits for opinion survey. The scope of the research restricted as social science 

research is unpopular in software industries. 

❖ As the secondary information from the software industry is scarce, hence the 

researcher accumulated secondary information from review reports, newspapers, 

NASSCOM report 2016, 2017 and 2018, and the website of Ministry of Electronics 
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and Information Technology. Therefore, figure and statistics might be overestimated 

or underestimated; as it is reflecting an approximate value relating to the specific 

industries. 

❖ The outcome of the study was assembled through participation and a self-reporting 

survey of the respondents in a specific department of a specific region. The opinion of 

the participants who have participated in the study may vary among the departments 

along with specifying regions and it may increase personal desirability basis. 

❖ The study was based on cross-sectional research where the information has gathered 

from single respondents on a distinct point of time. The outcome may fluctuate on the 

longitudinal study where the progress is assessed over a period. 

❖ The study has confined to five specific IT-ITES industries, it is very intricate for 

generalization of the result with respect to entire industry.  

❖ The outcome of the study might not generalize and varied in nature. The data has been 

collected through simple random sampling from specific software organizations. 

Further, the outcome of the study may be diversified if the study would be conducted 

in different sectors like education, hospitality, tourism, automobile or any other sector 

in the context of developing and developed countries. 

❖ As the research has conducted among software professionals comprising both men 

and women professionals. As compared to men, women were facing the situation of 

unbalancing life, irrespective of employment, education and income; they are 

managing the office, house work, and childcare and unable to find time for 

themselves to meet the necessities of life such as sufficient sleep, healthy diet, 

updating with recent trends and exercise. The finding of the study might be different 

and concrete, if it is targeted only in women professionals. 

 

7. 5 Scope for Further Research 

❖ The research sample is restricted to the professionals in specific software 

organizations in India. Hence, further studies may target other IT industries except 

these (Infosys Ltd, Tata Consultancy Services Ltd, Tata Technology Ltd., Mind Tree 

Technology Ltd., and Wipro Ltd.), taking into the account of software professionals 

in other developed and developing countries to expand and corroborate the research 

findings. 

❖ The study may explore the mediated moderating role of organizational citizenship 

behaviour to explain the relationship among WLB and employee commitment, WLB 
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and psychological empowerment in the future, and may also examine the mediating 

role of OCB among WLB and employee commitment, WLB and psychological 

empowerment in the future. 

❖ The research in the future may validate the mediating role of WLB to explicate the 

association of work dimensions, family dimensions, employee commitment, 

psychological empowerment, and organizational citizenship behaviour and 

employee retentions to obtain interesting findings. 

❖ The future research may extended with the organizational dimensions and individual 

dimensions as predictors of work-life balance as it has restricted with only two 

dimensions, work dimensions and family dimensions. Further, the study might be 

conducted other interesting areas such as transformational leadership, LMX, work 

and family facilitations, psychological contract, supportive culture, subjective well 

beings and analyzed mediating and moderating  connection with WLB to derive in 

an exciting outcome. 

❖ Researchers might carry on a comparative analysis emphasizing work-life balance 

and retention of professionals. The study could compare various categories of 

software professionals, may compare among IT, ITES, BPOs, and KPOs 

professionals. The research can be conducted a comparative analysis, among 

different sectors like automobile, IT, Tourism, and also with other service sector. 

❖ The research has offered a model reflecting the association between WLB and 

retention of Indian IT-ITES professionals. The fitness of the model might investigate 

in the future on various categories including (lower, middle and higher level) of 

software professionals in other provinces and countries, and future 

researchers/scholars may derive a model on scientific, meaningful, and universal 

acceptance among the peers. 

❖ Researcher might carry on a study on those IT industries replicating perspectives 

and consequences WLB practices and policies after implications in specific software 

industries to obtain an interesting result. Other new insights of WLB along with 

other HR interventions will explore to retain the talented professionals. 
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7.6 Personal Significance of Research  

The research on work-life balance is very interesting not only from academic aspects, but 

also for every individual’s life. In this section, I would like express my deepest gratitude to 

my thesis supervisor, Prof. Chandan Kumar Sahoo, for stimulating me to the inception of 

selecting the desired research topic as a burning area for Indian IT professionals. As a 

researcher, I found this topic is not only major area of concern for IT professionals but also 

for every working woman. As a mother of two kids, this topic Work-Life Balance inspires me 

a lot to reach at the end. Sometimes I found this topic reflects me and identified the cognitive 

domain of this specific area. 

From an academic aspect, the research process was very tough to overcome coursework and 

comprehensive examinations. However, I developed my ability to read and secured an 

impressive number from course work and a comprehensive examination. I had fostered a 

critical approach and explored my learning skill towards research paper writing. I would like 

to appreciate my thesis supervisor who motivates me by showing the right path on research 

insights. Initially, I found difficulties to develop academic writing style. Gradually, I learnt 

the ability to improve my writing skills and ability to complete thesis writings. 

Furthermore, during my studies, I have faced very challenging situation in my personal, as I 

was staying alone with my kids. It was really tough for me to fulfil their necessities and make 

them happy. Along with this, I found difficulties to manage both career and personal life. 

This struggling phase taught me how to fight with own life and prepared me to be successful 

in life.  

On a very personal level, due to intensely distressing circumstances in my personal life, I felt 

the PhD process was very long and tough. However, I discovered hidden strengths and learnt 

to either overcome, or accept my own weaknesses. Today, I know myself to be a survivor and 

a fighter, and prepared for life's future challenges. Consequently, the research process was a 

period of great personal and academic development. I remain convinced that the investment 

of effort, time and financial resources was wise and will hopefully continue to a tasty fruit of 

a bright future. 

 

7.7 Conclusion 

The intention of the study was to offer an empirical validation for increasing the degree of 

employee retention among software professionals through investigation of perceived WLB 
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and retention of professionals in Indian software industries. The software professionals in the 

research exhibited there is a low level of perceived WLB indicating high attrition and 

turnover. The exploration of primary results divulged major association between all the study 

variables. The findings of the study underline on rejuvenating work dimensions and 

redesigning family dimensions may lead to healthy WLB to enhance retention of 

professional, and lower employee attrition and turnover among software professionals. The 

perceived degree of WLB will be better and stronger, when there is strong interaction with 

employee commitment and psychological empowerment. The study also presented a unique 

and innovative model reflecting the relationship of WLB and retention of professionals along 

with the mediating role of employee commitment and psychological empowerment and 

moderating effects of organizational citizenship behaviour among Indian IT-ITES 

professionals for further research. The research contributed to the collection of research 

knowledge from an assorted culture and software system similar to India. When the enhanced 

work dimensions and accustomed family dimensions are united on boosting WLB, it can 

generate a progressive consequence on individual dimensions or professional’s attitudes like 

(commitment and psychological empowerment, and organizational citizenship behaviour) 

and organizational dimensions (retention of professionals). Conversely elevated perceived 

WLB may enhance the degree of equilibrium which can maintain work obligation, and family 

or personal responsibilities towards employee satisfaction and the performance. Hereafter, 

healthy WLB of professionals is an indispensable measure for increasing retention rates, 

decreasing the rate of attrition for accomplishing software outcomes, and reducing the gap on 

the scarcity of the IT workforce. Finally, this study is an incontestable attempt to incorporate 

the professionals who are core long-term assets of the software system. This might be the 

only feasible by implanting high standards of WLB initiatives and human resource practices 

and within the strategic plans at the organizational and governance levels. 

 

Work/life programs have the potential to significantly improve employee morale, reduce 

absenteeism, and retain satisfied workforce, particularly in this competitive business world. 

In today’s global marketplace, as industries are trying to reduce costs, it depends on to the 

human resource professional and the organization need to be more specific with the 

appropriate approach on from hiring to retaining the workforce, where work-life balance and 

WLB programs play a major role not only for building the reputation of the organization but 

also for motivating and encouraging effective workforce. Organizations must be emphasized 

on mechanism towards how couples are struggling to manage dual careers; try to understand 
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the attitude and temperament of both generation X and Y professionals; facilitate cultural 

programs for recreation; ensure yoga, meditation, and other spirituality programs; recognize 

them who value their personal times; do a critical analysis on employee attrition and retention 

which will offer a win-win situation both for employers and employees. 

 

WLB practices are found as very imperative in a software organization to retain the best 

talented and effective professionals to be dynamic and productive in personal as well as in 

professional objectives. The study has suggested appropriate policies in WLB and should 

make mandatory for the benefit of professionals at a larger extent. Many IT industries have 

pioneered innovative policies relating to leave policy, flexible work system, conducive work 

environment, supportive career advancement policies and encouraging family related plan 

that could increase the motivation, satisfaction and strengthen the personal value towards the 

organization. There are many other software companies should work out on the model 

feasible for them reflecting work and family dimensions and drive their company towards 

engaging workforce, through WLB, EC, PE and OCB which, in turn would create a 

successful organization. 
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Questionnaire 
 

Declaration: Information collected thorough questionnaire will be used for academic purpose only.  

Section-I: Socio - Demographic Information 

 
  PERSONAL DETAILS 

GENDER                                             MALE                               FEMALE 

AGE GROUP (Yrs)                             20-30                 31-40                  41-50                   51-60 

MARITAL STATUS                          SINGLE                                         MARRIED 

HAVING CHILD                                NO CHILD                               ONE                    TWO 

EDUCATION         DIPLOMA             BACHELOR’S             MASTER'S   

DEPARTMENT 

DESIGNATION 

WORK EXPERIENCE (Yrs)            00-05               06-10             11-15               16-20            21-ABOVE 

 

I would be very grateful if you would indicate your opinion on each statement by giving a tick (√) on the number 

given at the right hand side. 

 

SCALE:  Strongly Agree = 5, Agree = 4, Neutral = 3, Disagree = 2, Strongly Disagree= 1 

 

Rate your opinion towards flexibility at work place for maintaining the balance between personal and 

family life. 

FW1 I am getting satisfaction from my job. 1  2    3    4    5 

FW2 I feel flexible work pattern will enhancethe balance between work and family life. 1  2    3    4    5 

FW3 I am having the autonomy to choose starting and quitting times within a range of possible 

times. 

1  2    3    4    5 

FW4 It is easy to take time off during work time to take care of personal. 1  2    3    4    5 

FW5 I am able to adjust the work schedule to meet the child care needs. 1  2    3    4    5 

FW7 Organizational emphasis on flexible work schedules will augmentthe degree of work life 

balance (WLB). 

1 2    3    4    5 

Express your views regarding the job involvement measures of your organization. 

JI1 I am personally involved in the job. 1  2    3    4    5 

JI2 I am having full interests centred on the job in an organization. 1  2    3    4    5 

JI3 I am experiencing satisfaction comes from work. 1  2    3    4    5 

JI4. Iam taking decisions with respect to my assignment.  1  2    3    4    5 

JI5 The assigned job really inspires me the very best in the way of job performance. 1  2    3    4    5 

JI6 I feel satisfied and happy being a part of the organization. 1  2    3    4    5 

JI7 I feel encouraged to openly express feelings and concerns. 1  2    3    4    5 

JI8 I am actively participated in the process of new product development. 1  2    3    4    5 

JI9 Organizational emphasis on job involvement will enhance the degree of WLB. 1  2    3    4    5 

Express your perception aboutemployee health and wellness benefits that can enhance the 

level of employee satisfaction. 

HW1 I am working in a healthy workplace. 1  2    3    4    5 

HW2 The organization provides initiative for making healthy life.  1  2    3    4    5 

HW3 There is a provision of cleaning and healthy work setting. 1  2    3    4    5 

HW4 I am getting the opportunity for extending suggestion towards healthy work environment. 1  2    3    4    5 

HW5 I don’t have any psychological distress from my job. 1  2    3    4    5 

HW6 I have never faced any occupational diseases.  1  2    3    4    5 

HW7 I avail conveyance facilities provided by Organization. 1  2    3    4    5 

HW8 Organization provides wellness programs and their benefits to the employees. 1  2    3    4    5 

HW9 Employee health and wellness measures will increase the degree of WLB. 1  2    3    4    5 
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Convey your response towards work environment provided by organization.   

WE1 Organization provides healthy and conducive climate to work. 1  2    3    4    5 

WE2 I get encouragement to solve work related problem. 1  2    3    4    5 

WE3 There is free and open communication within the organization. 1  2    3    4    5 

WE4 I am getting adequate resources with respect to my job by the organization. 1  2    3    4    5 

WE5 The workplace is free from verbal abuse and violence. 1  2    3    4    5 

WE7 Organizational emphasis on work environment will increase the level of work life balance. 1  2    3    4    5 

Share your views on financial and non-financial rewards of the professionals prevalent in the 

organization. 

FNB1 Organization is providing performance incentives at regular interval. 1  2    3    4    5 

FNB2 My salary covers all expenses and needs. 1  2    3    4    5 

FNB3 My positions and experiences determine the salary. 1  2    3    4    5 

FNB4 I receive fair payments for overtime work and night shifts. 1  2    3    4    5 

FNB5 My salary increases in fair extent in every year. 1  2    3    4    5 

FNB6 I receive appreciation and compliments for work done. 1  2    3    4    5 

FNB7 I feel employee involvement and empowerment at here. 1  2    3    4    5 

FNB8 I am getting  recognition and rewards by the virtue of my work performance. 1  2    3    4    5 

FNB9 I enjoy constructive criticism of the work from co-workers. 1  2    3    4    5 

FNB10 Organizational emphasis on financial benefits will improve the degree of WLB. 1  2    3    4    5 

Please share your views on career progression  of the professionals adopted by the organization. 

CP1 I get opportunities for career advancement and counselling. 1  2   3    4    5 

CP2 Organization is providing continuing education for prospective employees. 1  2    3    4    5 

CP3 There is regular assessment of skill and abilities in my organizations. 1  2    3    4    5 

CP4 I am satisfiedwith the success that achieved in my career. 1  2    3    4    5 

CP5 I am satisfied with the progress that has made towards meeting the career goals. 1  2    3    4    5 

CP6 I may avail study leave for continuing education. 1  2    3    4    5 

CP7 Organizational emphasis on improvement of career will enrich the level of WLB. 1  2    3    4    5 

Express your opinion of professionals experience towards team work and communication. 

TW1 Team members have complementary skillsets to exhibit better performance. 1   2   3    4    5 

TW2 Team members communicate well with each other among the team. 1  2    3    4    5 

TW3 All members of the team are well aware about the target and priorites set for them.  1  2    3    4    5 

TW4 Team members are familiar with each other’s role and responsibilities.  1  2    3    4    5 

TW5 The degree of inter personal conflicts among team members are very rare.  1  2    3    4    5 

TW6 Team assignment will help members to grow and mature them within a specified time. 1  2    3    4    5 

TW7 Team work and communication among executives will have positive impact on work life 

balance. 

1  2    3    4    5 

Convey your views regarding the aspects of partner support of the professionals. 

PS1 I feel motivated to fulfil my needs. 1  2    3    4    5 

PS2 The family provides emotional support when stressed. 1  2    3    4    5 

PS3 I am very good at recognizing needs and feelings of my spouse. 1  2    3    4    5 

PS4 I am able to meet my needs with high priority for my family. 1  2    3    4    5 

PS5 My family helps to take career decisions. 1  2    3    4    5 

PS6 I feel emotionally drained when I go at  work from home. 1  2    3    4    5 

PS7 Organization provides employment opportunity to the spouse or transfer to same units.  1  2    3    4    5 

PS8 Partners support provides better work life balance among peofessionals. 1  2    3    4    5 

Can you extend your opinion on child responsibilities for improving smooth functioning of life? 

CR1 I establish a warm and secure relationship with my child. 1  2    3    4    5 

CR2 My child is generally happy and important for our family. 1  2    3    4    5 

CR3 I am spending enough time for nurturing and developing the child. 1  2    3    4    5 

CR4 I make alternativearrangements for children while involves in work assignment. 1  2    3    4    5 

CR5 Organization provides facilities of child care and educational facilities to the children. 1  2    3    4    5 

CR6 Organizational responsibilities on child care will enhance the degree of WLB. 1  2    3    4    5 
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Please respond with respect to elder care responsibilities provided by organization. 

ER1 The organization provides elder care assistance program to my parents. 1  2    3    4    5 

ER2 The organization provides employer sponsored adult care hospitals. 1  2    3    4    5 

ER3 I am able to meet the requirement of parents. 1  2    3    4    5 

ER4 I spend quality time with my parents as required. 1  2    3    4    5 

ER5 Work pressure does not hamper for my family members. 1  2    3    4    5 

ER6 Organizational emphasis on eldercare facilities will improve the level of WLB. 1  2    3    4    5 

Express your views on family and social supports as a work life balance needs.  

FC1 My family encourages me to do well. 1  2    3    4    5 

FC2 I feel comfortable to share the worries and serious problem among family members. 1  2    3    4    5 

FC3 I am having a good friend circle who cares about me. 1  2    3    4    5 

FC4 My neighbour pays attention towards me. 1  2    3    4    5 

FC5 My family make me feel good what is done by me. 1  2    3    4    5 

FC6 Family and social supports will improve the degree of WLB. 1  2    3    4    5 

Please share your opinion on personal and family demands that hampers on your work. 

PFD1 There is a healthy balance between work and others demands on time. 1  2    3    4    5 

PFD2 My family members are quite supportive towards my work life.  1  2    3    4    5 

PFD3 I don’t find any irritation in job due to family demands. 1  2    3    4    5 

PFD4 I am quite comfortable to make proper blance in between my family demandand  work 

pressure. 

1  2    3    4    5 

PFD5 I never neglect my job as my family members are truly encouraging and managing the 

requirements of the family in emergency situation. 

1  2    3    4    5 

PFD6 Ocaassional family demands will enhance the degree of WLB. 1  2    3    4    5 

Express your opinion on employee commitment level of executives prevalent in the organization 

EC1 I am proud to be a part of this organization. 1  2    3    4    5 

EC2 I feel empatheticand loyal towards on  my organization. 1  2    3    4    5 

EC3 I am trying to put in agreat deal of effort beyond what is normallyexpected. 1  2    3    4    5 

EC4 I give the inspiration to bring out the best in terms of performance. 1  2    3    4    5 

EC4 I stay with the organization is a matter of desire not necessity. 1  2    3    4    5 

EC5 I am very happy to spend the rest of the career with this organization. 1  2    3    4    5 

EC6 I feel a sense of moral obligation to remain in the organization. 1  2    3    4    5 

Share your opinions regarding Psychological Empowerment for the Organization. 

PE1 I am confident about ability to do my job. 1  2    3    4    5 

PE2 I am enjoying autonomy for planning and completing the assigned task in time.  1  2    3    4    5 

PE3 All the activities are personally meaningful to me. 1  2    3    4    5 

PE4 I have a great deal of control over what happens in my department. 1  2    3    4    5 

PE5 I am self-satisfied about the capabilities to perform work activities. 1  2    3    4    5 

PE6 There is an opportunity for independence and freedom in how do job. 1  2    3    4    5 

Express your views regarding Organizational Citizenship Behaviour articulated by Organization. 

OCB1 I obey company rules and regulations even when no one is watching.      1    2    3    4    5 

OCB2 I always keep abreast of changes in the organization.      1    2    3    4    5 

OCB3 I considerthe impact of his /her actions on co-workers.       1    2    3    4    5 

OCB4 I help others who have been absent.    1    2    3    4    5 

OCB5 I attend meeting that are not mandatory, but considerable important.    1    2    3    4    5 

OCB6 I offer ideas to improve the functioning of this organization.    1    2    3    4    5 

Rate your perception with respect to the attention of the organization towards Work life 

balance benefits for the employees. 

WLB1 I am able to balance in between family and work life.  1    2    3    4    5 

WLB2 I experience conflicting demands from job as well as family.  1    2    3    4    5 

WLB3 I am able to stay involved in non-work interests and activities.  1    2    3    4    5 

WLB4 I have a social life outside work.  1    2    3    4    5 

WLB5 Supervisor style supports for balancing work and family life.  1    2    3    4    5 
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WLB6 I openly discuss the issues of WLB with superiors.  1    2    3    4    5 

WLB7 Work-life balance enables employee to work better.  1    2    3    4    5 

WLB8 I get take part in community activities or fulfil religious commitments.  1    2    3    4    5 

WLB9 I keep healthy and fit, play sports other leisure activities.  1    2    3    4    5 

 

Are the organizational practices towardsretention of professionals, efficient enough? Please 

share your views. 

RP1 I continue as an employee of the organization for longer period of time.  1    2    3    4    5 

RP2 I wish to stay with the present employer until retirement.  1    2    3    4    5 

RP3 I see the future of myself within the organization.  1    2    3    4    5 

RP4 I am satisfied and motivated from work assignment and environment.  1    2    3    4    5 

RP5 My work is very important at which involved presently.  1    2    3    4    5 

RP6 I never find a comparable job in a different organization.  1    2    3    4    5 

 

Any Suggestion and feedback : 

 

 

 

 

 

Thank you so much for your valuable opinion. 
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Appendix II 

Moderation Procedure 

The three-step procedure outlined by Cortina et al. (2001) to carry out Ping’s (1995) MSEM 

approach. This approach is also carried out by Conway et al (2015). 

Step1: Standardize all indicators for the independent variable X (work-life balance, Sxn, n = [1, 6]), 

Y (employee commitment, Sym, m = [1, 5]), P (psychological empowerment, Spa, a = [1, 5], and 

moderator Z (organizational citizenship behaviour, Szl, l = [1, 7]) 

Step 2: Create interaction term 

𝑋𝑍 = ∑ Sxn

6

1

 ∗  ∑ Szl

7

1

 

𝑌𝑍 = ∑ Szm

5

1

 ∗  ∑ Szl

7

1

 

𝑃𝑍 = ∑ Spa

5

1

 ∗  ∑ Szl

7

1

 

Step 3: Fix the measurement properties for interaction terms XZ, YZ, and  PZ,  

ΛXZ: Path from latent interaction XZ to indicator xz:  ΛXZ = λxz = 

𝑋𝑍 = ∑ λxn

6

1

 ∗  ∑ λzl

7

1

 

Whereλxn are the path coefficients from latent independent variable X (work-life balance) to its 

indicators Sxn, n = [1, 6]  

λzl are the path coefficients from latent moderator Z (Organizational Citizenship Behaviour) to its 

indicators Szl, l = [1, 7]  

ΛYZ: Path from latent interaction YZ to indicator yz:  ΛYZ = λyz = 

𝑌𝑍 = ∑ λyn

5

1

 ∗  ∑ λzl

5

1

 

Whereλyn are the path coefficients from latent independent variable Y (employee commitment) to its 

indicators Syn, n = [1, 5]  

λzl are the path coefficients from latent moderator Z (Organizational Citizenship Behaviour) to its 

indicators Szl, l = [1, 7]  

ΛPZ: Path from latent interaction PZ to indicator pz:  ΛPZ = λpz = 

𝑃𝑍 = ∑ λpa

5

1

 ∗  ∑ λzl

7

1

 

Whereλpn are the path coefficients from latent independent variable P (psychological empowerment) 

to its indicators Spn, n = [1, 5]  

λzl are the path coefficients from latent moderator Z (Organizational Citizenship Behaviour) to its 

indicators Szl, l = [1, 7]  
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ANSUMALINI PANDA                                                              

D-115,SSB Hall,Hall-1 

National Institute of Technology 

Rourkela,Sundergarh-769008 

Mobile No-8249108479  

E-mail: ansumalini@gmail.com 

Objective 

To make a promising career in a reputed organization where my hard work and dedication will 

meaningfully contribute to the organizational development process.  

Work Experience 

1. Organization:  Global Business School and Research Centre 

                                             (Dr. D Y Patil University,Pune) 

           Designation:   Assistant Professor (HR and OB)  

Joining:    October, 2013 to September,2014 

Experience:    11 months 

 Responsibility:          Teaching , Academics and Examination Management 

2. Organization:  Alard Institute of Management Science  

   (Approved by AICTE and affiliated to Pune University) 

Designation:   Assistant Professor (HR) and Controller of Examinations 

Duration:   February, 2011 to October,2013 

Experience:   2 years 8 months 

 Responsibility:  

❖ Teaching: 

• Teaching and guiding students of MBA and PGDM 

• Designing of curriculum and syllabus 

• Subjects: 

➢ Human Resource Management,  

  

➢ Organization Behaviour 

➢ Training and Development   

➢ Labour Laws 

 

• Teaching Methodology being used: 

➢ Lecture on Concepts, Techniques, Tools and 

Trends (Developed from both Theory and 

Current Practices) 

➢ Case Studies (Live and Hypothetical cases 

developed from the practical field and industry 

work) 

➢ Project (Live Projects from the Industry) 

➢ Assignment and Quizzes and Class Discussion on 

them 

❖ Examination: 

• Implementation and review of examination policy 
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• Coordinating all affairs of examinations. 

3. Organization:  Affinity Business School  

   (Approved by AICTE) 

Designation:   Assistant Professor 

Duration:   August, 2008 to December, 2010 

Experience:   2Year and 5months 

 Responsibility: 

❖ Teaching: 

• Guiding and teaching students of PGDM 

• Developing concept papers and action proposals/projects 

• Designing of curriculum as per the need of the industry 

• Subjects: 

➢ Human Resource Management,  

  

➢ Organization Behaviour 

➢ Training and Development    

➢ Labour Laws 

❖ Examination: 

• Policy Formulation 

• Conducting Examination 

• Evaluation and Grading for award of PGDM  

• Preparation of Mark Sheet and certificates 

❖ Training: 

• Coordinator of Agri-clinics and Agribusiness Centre cell 

scheme of MANAGE, Min. of Agriculture, Govt. of India 

• Preparation of Agri-entrepreneurship training module 

• Coordinating preparation of bankable projects by experts 

• Documentation and Reporting 

 

4. Company:   Reliance Retail Ltd, Bhubaneswar 

Designation:   HR Trainee 

 Duration:   March 2008 to July 2008 

Job Profile: 

• E- Recruitment of Sales persons, Sales persons and other staffs 

• Coordinating ongoing training programs for capacity building 

and re-opening of the new Reliance Fresh. 

• Collecting and Scrutinizing the CVs 

• Wage and Salary administrations 

 

5. Organization:   Centre for Human Development, Bhubaneswar 

Designation:   Training Coordinator 

 Duration:   May 2004 to June 2006. 

Job Profile: 

• Coordinating Recruitment of research investigators and 

supervisors for the ongoing research projects in development 

sector. 

• Coordinating training programs for capacity building of self-help 

groups in earmarked watershed development zones in Kalahandi 

district. 
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QUALIFICATION DETAILS 

Sl. No. Degree / Course Institute/ University Year of 

Passing 

Division / % of 
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10th / HSC BSE, Orissa 1999 First / 64.43% 
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+ 2 Arts (Intermediate)  CHSE, Orissa 2001  First / 60 % 

3 Bachelor of Arts (Hons.- Sociology)  Fakir Mohan 

University 

2004 First Class with 

Distinction / 70% 

(Hons); 64.43% (Agg) 

4 Master of Personnel Management and 

Industrial Relations  

Department of PM 

and IR, Utkal 

University, 

2008 First Class / 72% 

5 PhD ( Fulltime) (Synopsis Given) National Institute of 

Technology, 

Rourkela 

January,2015 

–May,2019 

8.73 CGPA 

(Course Work) 

 

Computer Proficiency       

❖ Diploma in Computer Application (D.C.A.) – (Six Months)- 2007 

(Dos, Windows- xp/98/2000, M/S-Office, Internet search),Programming(C, C++,Basics) 

Achievements 

❖ Won the First Prize  in District Level in Story writing and Poem writing 

❖ Occupied High positions all throughout my school and college career 

❖ Participated in “Quiz Competitions” and won cups and prizes in my school career. 

Special Assignments Undertaken 

❖ Coordinated a workshop onCourse on Research Methodology in Social Science(CRMSS-

2018) in NIT Rourkela on 2nd  April -11th April, 2018.  

❖ Coordinated a workshop onCapacity Building Workshop for Faculty Members of 

Management and Social Sciences (CBWFMSS-2016) in NIT Rourkela on 17th February -

29th February, 2016. 

❖ Participated in a faculty Development Program at  IIT, Kharagpur in September 2008 

in the topic of “Leadership and Team Work”. 

❖ Participated in a Faculty Development Program in BITIM  in the topic of “ Pedagogy 

in Management. 

 

 

 



282 

 

 

Conference Details 

Sl No Title Place Date Conference ISBN No 

1 A study on training and Development 

Practices in voluntary Sector – A 

Comparative Analysis 

Pune 29092011 Yugantar 97893 

5051 

4764 

 

2 A Study of Talent Management and 

Retention Practices in General 

Motors Company, Talegaon 

Pune 11012013 INCON  

23200065 

3 Leading Change in Organizations – 

from the prospective of Leader 

Rajasthan 

 

02032011 Shankar Group of 

Institution 

 

4 Green HR – Promoting 

Sustainability 

Pune 13-04-2013 UTKARSHA 978935097 

5282 

5 Green HR-system approach to high 

Performance 

Pune 06-03-2013 Yugantar-II 97893-5051-

4764 

6 Attendance and Leave Management Pune 27-09-2013 S B Patil School of 

Management 

2278 -9316 

7 Social Entrepreneurships Pune 08-02-2014 UTKARSHAII,D Y Patil 

School of Management 

97893-83993 

8 Spiritual Intelligence Pune 30-01-2014 EXPLORIA,MIT 976-8262 

9 Conference attend Rourkela 9th -10th 

October,2015 

Business Strategies for 

Emerging India, NIT 

Rourkela 

 

10 Impact of HR Interventions on Work 

life balance of IT Professionals 

Delhi 24th – 25th 

Nov,2016 

Fore School of 

Management,FIOH-2016 

 

 

 

11 Work-life balanceand Retention of 

Professionals :the mediatinf role 

ofemployee engagement 

IIT Delhi 12th -14th July, 

2017 

International Conference 

on Startegies in volatile 

and 

uncertainenviornment for 

emerging markets 

 

 

National and International  Indexed  Journals 

❖ Panda, A., and Kumar Sahoo, C. (2017). Impact of human resource interventions on work-life 

balance: a study on Indian IT sector. Industrial and Commercial Training, 49(7/8), 329-336. 

❖ Panda, A., and Sahoo, C. K. (2017). Work-Life Balance and Retention of Professionals: The 

Mediating Role of Employee Engagement. Global Journal of Business Excellence, 10(1),1-8. 

❖ Panda, A., and Sahoo, C.K. (2019).Interrelationship between work -life balance and 

organizational effectiveness: Mediating role of employee commitment. Journal of 

Management Development (Emerald Publications). (Accepted for Publication). Manuscript 

Id: JMD-11-2018-0334. 

❖ Panda, A., and Sahoo, C.K. (2019). Effect of work-life balance on retention of professionals: 

the mediating role of psychological empowerment. Management Labor and Studies (sage 

Publications).(Review Submitted).Manuscript Id: MLS-2019-0007. 

Communicated Paper Details 

❖ Panda, A., Mishra, S and Sahoo,C.K. (2018). Effect of employee commitment and 

psychological empowerment on Work-life balance: An impact assessment using analytical 

hierarchy process (AHP). Management Decision (Emerald Publications). (Communicated). 
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❖ Panda, A., and Sahoo,C.K. (2018). Employee Attrition and Strategic Retention of Software 

Professional in India. Academy of Strategic Management. (Communicated). 

❖ Panda, A., Mishra, S and Sahoo, C.K. (2018). Work life balance plays mediating role in 

between employee commitment and retention of Professionals: a study on software 

professionals of an Indian state..  International Journal of Intelligent Enterprise   (Inderscience 

Publications). (Communicated). 

Other Publications  

❖ "A study on training and Development Practices in voluntary Sector – A Comparative Analysis" 

published in Yugantar” (page -511-517 ; 2011);ISBN N0-978-93-5051-476-4. 

❖ "A Study of Talent Management and Retention Practices in General Motors Company, 

Talegaon" published in" INCON, ASM Group, Pune” (page G13;2013);e-ISSN N0-  2320-0065.   

❖ “Leading Change in Organizations –from the prospective of Leader”- A journal in the Shankara Group 

of Institution, Jaipur, Rajasthan. (Page no-13-16,2011).    

❖ “Green HR – Promoting Sustainability” published in “UTKARSHA, D Y Patil Group, Pune”(Page no-

329-335,2013); ISBN-978-93-5097-528-2. 

❖  “Green HR-system approach to high performance” published in Yugantar-II-  (page -11-17  ; 

2013);ISBN N0-978-93-5051-476-4. 

❖ “Study on the Level of Emotional Intelligence of Executives in Dubai Port World, with the special 

reference to Mumbai Terminal”, accepted for publishing biannual journal at the S B Patil Group of 

Institution; not received yet. 

❖ “Challenges in workforce Diversity” published in a book “Human Resource Management in India”   at 

IIT Kharagpur; ISBN No-978-81-7708-364-4. 

❖  “Attendance and Leave Management” published in Business Apps a state level Conference   at S B 

Patil School of Management ISSN No: 2278 - 9316. 

❖ “Social Entrepreneurships” published in a National level Conference at D Y Patil School of 

Management, lohegaon, Pune. ISBN No-  978-93-83993-00-0     

❖ “Spiritual Intelligence” published in a research conference at MIT School of Management, Kothurd, 

Pune, and ISSN NO-976-8262. 

❖ “Spiritual Intelligence – A sophisticated way to resolve the stress” Published in a journal named as 

“Chaitnaya” Modern Institute of Engineering, Sivajinagar,Pune.ISSN No- 2277-6885. 

❖ “Work-life balance:-a comparative analysis with working class women in a management institutes” an 

international journal for scientific, research and development. ISSSN NO-  2321-0613. 
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